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A STUDY OF WORK CULTURE; 
ITS DIMENSIONS, MEASUREMENT AND IMPACT 
ON WORK PERFORMANCE 
PREFATORY NOTE 
1.1. Geet Hofstede (1986), Linda Smirich (1985), Marian Jetinek (1983) and Manor 
Moore (1985) have established that organization culture is an important 
determinant of overall organizational performance. Jai B.P. Sinha (1990) has 
conducted study on Work Culture, in the Indian context in Public, Private and 
Corporative Sector organisations. He has developed 21 Instruments on various 
dimensions of Work Culture; however the Instruments developed by him are not 
standardized and doubts arose regarding the representative character of the 
various dimensions of Work Culture, identified 
1.2. Udai Pareek (1997) has done extensive work on Organisation culture ana has 
developed 36 Instruments for the measurement of the same Thus it is 
evidenced that most of the earner works focused on Organisation Culture and its 
interrelationships with organizational performance However the work culture 
prevailing on ihe Shop Floor determine the work behaviour pattern of employees, 
there by the performance effectiveness. But, so far no study has developed 
standardizing Instruments for the measurement of dimensions of Work Culture 
Therefore there is a need to develop and standardize the Instruments of Work 
Culture and the present study has been undertaken to till this gap 
2. THE THESIS COVERS 
2.1. Identifying dimensions of work culture. Four dimensions are identifiec 'or this 
study: Employee Commitment/Involvement, Freedom of Woik, Nati'ie of 
Supervision and Reward Onentation. 
2.2. Developing four Inslrumuhls, aliush iui inudouiiiiy [liu uxluiil ul pciit'lialiun ul 
each of the four dimensions of v;ork cuHuro, across the otnpioyocs 
2.3. Standardize the measuring Instruments developed by oslablisiiing Holiabihty and 
Validity. The Reliability is established by Split Half Method and the Spearman 
Brown Prophecy Formula. The Reliability obtained is between 0.87 anc 0.93, 
considered to be very high in Research Work. The Validity is established by 
using Biserial Correlation Method with J.C.FIaganan's Table; items having less 
than 0.3 Valid-ty Index being ignorec, &s is the practice in Research Works 
2.4. Using the Instruments developed t{3 measure the four cultural dimensions 
pcevailiag la two Units - ITl Ltd and Tata Fone Ltd This measurement is done 
by Frequency Distribution Analysis of the responses received from the 
employees, by administering the instruments. 
2.5. Comparing the work culture of the two Units, on analyzing the measured aata by 
Frequency Distribution Analysis It is found that Tata Fone Ltd has a better Work 
Culture. 
2.6. Collecting v^ork performance data in respect of Ten performance nara-^ete^s fcr 
a penod of 5 years, from both the Units and companng the perfcr-ivmce in 
respect of each parameter, between I'ne two Units, to find which Unit has a oettei 
performance. It is found that Tata Fone Ltd which has a better work cultuie nas 
a better performance too v;ith all the ten parameters This establishes cirDct 
influence of work culture on the work oerformance effectiveness. 
2.7. Identyfying the significant Instruments, m respect of each dimension, to be used 
as HRD Instruments, to develop the required work culture - This is cone by 
Factor Analysis and as per Garret (1984) scheme of loading of items, the items 
having loading below 0.5 are taken as insignificant 
3. THE DISTINCT CONTRIBUTIONS OF THIS THESIS ARE: 
3.1 Put to test a new set of dimensions of \'.ork culture 
3.2 Developed a nev; set of Instruments to measure the dimensions of work culture 
3.3 Standardised the Instruments ceveloo-3a for the measurement of work cuiiure 
3.4 Quantified dimensions of v>/ork culture,, in two Units, enabling tangible 
comparisons of work cultures in organisations. 
3.5 Developed a process of selecting work performance parameter, closely 
associated with behaviour pattern of employees at the work place. 
3.6 Established the close link betv\^ een work culture and work performance, enabling 
Managers to focus on developing appropriate v/ork culture, for attaining better 
work effectiveness. 
3.7 Developed a series of HRD Instruments, in respect of the dimensions of work 
culture, considered for the study. 
3.8 Brought out the importance of work culture, in the context of work perfcrr,ance, 
calling the attention of Management, the need to focus on work culture too ak;ng 
with the development of organization culture. 
3.9 Developed a system of building up a desired v/ork culture in an orcamzalion 
3. SOURCES: 
4.1 Library of IIM, Bangalore to coitect details of earlier studies, in the suoio:: 
4.2 Library of Palghat Management Association, in considering the v/ork 
performance parameters. 
4.3 Dr. Udai Pareek and Mr. Ja; B P Sinha, ihe two Indian Authors, in ihe process of 
identifying cultural dimensions and in the process of developing questior'^a'res 
4.4 Employees of ITI Ltd., Palakkad and Tata Fone Ltd., Palakkad in rosocct of 
employees' perception o' prevailing dimensions of work culture a^c ISO 
documents for collection of work performance data, in the respective Units 
4.5 Intellectual capital of Internal Advisor, Dr. Parvaiz Talib and Externa' Acvisor 
Dr.V. Anbumani. 
i. INTRODUCTION 
This Research work is aimed at ascertaining the significance of work culture on work 
performance in organizations, it aims at comparing the mscro level work behaviour of 
two groups, having identical external environment, but dissimilar work cultures 1 he 
comparative stu^y is being carried out by developing instrumeijts to measure the 
different determinants of work culture. The instruments so developed are standardized 
by establishing their reliability and validity. These instruments are th|sn administered on 
the target group to study their work culture profile. Later an assessment of performance 
of the two groups is carried. An effort is then made to assess the inpact of work culture 
on performance. A set of HRD Instruments are also brought out in respect of the 
cultural dimensions considered. 
11. CHAPTER I : ORGANISATIuNAL CULTURE AND WORK CULTURE: 
A CONCEPTUAL FRAME WORK 
1. Currently, the three organisational culture topics widely discussed are: Leadership, 
OrganisationaMearning and Organisational culture See Fig 1 
2. Leadership is centered around transactional and transformational functions o' 
managers. 
Leadership facilitate optimum contnbution from each and every employee 
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3. Organizational learning is a process of acquiring an input, retaining it and integrating 
it with the existing organisational systems This results in the increased capability of an 
organisation to learn more on its own! 
4. The various terms used in the context of organisational culture are: values, ethics, 
beliefs, climate, environment and culture. Ethics refers to normative aspects of what is 
socially desirable. Values, beliefs, attitudes and norms are interrelated Interaction 
between beliefs and values results in attitude formation. It then produces norms. 
Values £..id beliefs are the core, while attitudes are the next layer followed by norms or 
behaviour. When these get institutionalized or when they accumulate and integrate, we 
have a social phenomena called culture Fig 2 illustrates this point pictorially. 
ncuio:: 
5, Punctuality is a value. The belief is concern to adhere to the value; the practice of 
the belief is attitude/behaviour and the extent of adherence Is the norm-say late coming 
by 5 minutes allowed/accepted. In an environment of "belief of unconcern" for 
punctuality, tiSe late coming could be 10 mts, 15 mts, 30 mts or more. When a series 
off such "believes of unconcern" get integrated to the organization, 
= employees come late, leave early 
= meetings are not held in time 
= projects over shoot schedules and budget 
=:targets always get missed 
= cost over runs are usual 
^quality norms are not attained-high percentage of rejection rates etc. etc. 
Slips In 0„al.lv 'Cf;i>s leaong 'o high 
La!e coming & ea-iv 
a.'nig 
Meeting no! hela as 
pet schedule 
Cos; o\ci i^ ..:^  ol pio;.;cts 
Punctuality as a value nianilests a behaviour pattern of 
determination '.o 60 things as prescnbed / decided to be done. 
We say that such an Organization has loose/soft culture, characterizing unproductive 
systems. It results in high level of wastage of resources/poor utilization cf resources, the 
ost of which is finally passed on to the customers. This eventually makes the 
organisation non-competitive in the market. Fig.3 illustrates the point of not sustaining 
-the value of 'punctuality'. 
6. The two related concepts that are relevant for organizational culture are: 
1) Organizational Climate: the perceived attributes of an Organisation and its 
subsystems, reflected in the v/ay it deals with its members, groups and issues 
ii) Organisation Ethos : which are made up of beliefs, customs or practices. At the 
base of ethos are core values 
Fig. 4 . Illustrates the concept 
PERCEIVED ATTRIBUTES 
REFLECTED IN DEALIiJGS 
JWITH INDIVIDUALS, GROUP."? 
AND ISSUES 
CORE VALUES 
( B E H I A V I O U R P A T T E R N SUSTAINED IN 
INTER RELATIONSHIP V / I T H | 
S U P E R I O R S , PEERS, SUBORDINATES! 
|AND ENVIORNMENT j 
In India, Dr. Udai F'areek, (1997} has developed, valid and reliable instrument? to 
measure the various dimensions of organisational culture. His studies have established 
significant correlation between organisational culture and organisational performance 
Dr. Pareek has also brought out tools for HR development, based on the studies earned 
out on the various dimensions of organizational culture. He has studiec cultural 
characteristics of Organisations in public, private and cooperative sectors. 
7. WORK CULTURE: 
i) Work culture is a set of understandings or meanings shared by a group of employees 
The meanings are largely tacit among members They are distinctive to the group, 
and are passed on from generation to generation 
ii) Work related activities, norms and values are generally contextualised An 
organisation has its boundaries, goals, objectives technology, managerial practices 
human resources as well as constraints An organisation also has its employees 
their knowledge, skills, their needs and expectations These two sets of factors 
interact and establish roles, norms and values pertaining to work, whicii can be 
labeled as work culture. If the organisation culture is a macro level system the vork 
culture IS a micro subsystem. Fig 5 illustrates the conceot 
III) A review of relevant literature reveals a concepiual frame '/ork for the urganisaiional 
culture But these studies have not focuseo on work culture in that detail Substantial 
contribution has not been made in this respect so far This study thus aims at 
identifying relevant dimensions,of work culture It thus studies work culture or two 
work groups, placed in identical environments It does so by developing instruments 
for measuring constituents of work culture It then explores the impact of wot'-' culture 
on work performance 
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CHAPTER II: REVIEW OF EARLIER STUDIES 
1. Culture as an organizational phenomenon: 
Geet Hofstede (1986) has clearly brought out a strong influence of culture in 
organisational working. Hofstede also concluded that organisational cultures are bc'rne 
out of the respective national cultures. He also showed that, differencer m 
organisational cultures can be measureo by scaling the prevailing patterns of beha^ lOur 
in organisations. Linda Smiricih (1985) brought out the direct link betvi/een the cor:epts 
of culture and organizational behaviour. The findings of Manann Jelinek (198'.) also 
supports the view that behaviour pattern of employees manifest in the nature of 
organizational practices. Katheleen.L.Gregory's (1983) contends that link between 
meanings derived from cultural aspects and the behaviour of individuals are very much 
revealing. Manor Moore (1985) found that there exists a dynamic cultural process in 
organisations, in response to the internal and external organisational environments. 
Thus, it is a rational logicaf conclusion that 'Culture' with its different dimensions 
has a significant influence ortthe organisational performance. 
2. Organizational Culture: 
Kreting and F-rost (1985) found that one set of behaviour pattern can not 
represent the whole organisational culture. Adam and Ingersoll (1985) have confirmed 
that every organisation has its own distinct culture. Harison Trice (1984) brought out 
that cultures can be developed by implanting rites and ceremonies In organisations. 
Bhagat and Macquid (1982) affirmed the need for taking up micro level studies of 
culture to strengthern the findings of influence of culture in organisations. Karl E Weick 
(1985) emphasized that culture like strategy brings in coherence over and meaning to 
work. Edger H Schin (1989) confirms our proposition that to know an organisational 
culture, we have to dig deep into the employees' behaviour, beliefs, assumptions, 
values and practices. Stanley Deetz (1985) stated that for sustaining an organisational 
culture, it is necessary to focus en a!i category of e-^ ^Dlcvees-manaaemJ and non-
managerial. 
Thus, most of the studies held on organisational culture are found agreeing with 
the realm of work undertaken by this Researcher, on influences of culture on 
organisations and sustained behaviour patterns of employees finally manifest in the 
culture of organisations. 
3. Work Culture: 
Jai B.P. Sinha (1990) has given guidelines in identit '^ing the factors that manifest 
work culture and the ways and means of framing procedures to measure the various 
dimensions of behaviour pattern at the work place. Meryl Louis (1985) supplcii!cniu>l 
the work of Sinha, by strengthening the framework in which to carryout the research 
work. The findings of Mannen, Barly and Reynolds (1986) are pointing to the revelation 
that the culture at the subsystem level is a part of orgamsatiorial culture; the findmob 
being logical and rational. The dimension of interpersonal construct system highlighted 
by K.K Singh (1976) is true for managerial and non-managerial levels of employees 
The relations between the work culture and work performance was abundantly brought 
out by the studies conducted (1982-83) by Ann Arbor and Denision and Bowers. 
4, Culture Building, its characteristics and influence 
Pettigrew (1979) and Schein (1983) focus on the role played by Ihc 
Founder/Chief Executive in developing and sustaining a culture in the work context, 
which are very much relevant and strengthen the thinking that work cultures are the 
results of efforts put in by managerial personnel and do not come up, on its own or from 
the lower hierarchy. Richard and Waterman (1982) have also supplemented the views 
on relating excellent performance with homogeneous and operationalised cultures The 
emergence, change and sustenance of cultures, are based on value systems 
manifested in work behaviours as pointed out by Weiner (1988). The behavioral 
aspects chosen by this Researchei are very much in line v i^th the factors affecting a 
synergetic work culture as revealed by Wesley (1982) The works of Deal and Kennedy 
(1985) very much substantiate the relevance of the premises chosen by this 
Researcher. This Researcher found very much valuable the ethno science ethnography 
model to develop 'Peoples' values' m organisation building, as suggested by Gregory 
(1983). The factors influencing work motivation brought out by Dr Pareek (1988) has 
been enlightening to this Researcher, while identifying the aspects of work behaviour, m 
the instruments developed for this work 
5. Measuring Cultural Aspects 
Geet Hofstede and three others (1990) demonstrated that operationalizable and 
independent dimensions of organisational culture can be measured, on the basis ol 
answers of organisational members to the written questions, pertaining to different 
dimensions of culture and that there are discrete number of independent dimensions of 
culture in the work context, which will correspond to constituent work behaviours 
concerning Job, Role, Job satisfaction. Motivation, Achievement, Reward etc. Lodahi 
and Kwejner (1965) have defined job involvement and stated that Job invol^ernent is 
the internationalization of cultural values; measurement of v/hich will figure out the 
extent to which the values in the organisation are synergetic Siiverzweig and Allen 
(1986) have done extensive studies on culture and its influence on work performance 
They formalized necessary steps to analyse prevailing culture and find the gap with the 
desired culture 
6. Indian Context 
Pullin K Garg and Indira J Patrikh (1986) have gone into the details of cultural 
phenomenon in the Indian context and their findings are 
i) There is an Indian identity of organisational culture This identity revolves around 
basic assumptions concerning the (a) nature of man (b) nature of group and society and 
(c) the nature of man's relationship with one's group These are drasiically different 
from constructs and assumptions of the West. 
ii) Indian identity is concerned with perpetual ambivalancy low self worth, high 
emotional and personal dependence, boundanes of self and unique kind of 
individualism. Similarly Indian Organisations are concerneo with task based structures, 
meaning of authority, belongings to the systems and issues of exclusion and inclusion 
iii) Indian Organisations are placed in a culture in a transience and flux The social 
design of a by gone era is anchored in assumptions that make a strange juxtaposition 
with current reality. Individuals and Organisations are in states of fragmentation and 
lack a sense of wholeness Work task and relationship seen to work to a point and then 
comes against cultural blocks 
n. *-«•«'• 
iv) The emphasis in Indian organisations is an individual role and identity and the^ r 
relationship to the organisation's identity. Our work anchors ilscif in the beliefs cinci 
findings that there is a socio-psychologica! continuity in the Indian identity from the 
cultural past to the present. The essence of this continuity lie^ in the fact that Indians 
are children of two cultures. Their emotional orientation to social reality is 
overwhelmingly anchored in the traditional agrarian ethos In contrast, their cognitive 
orientation to social reality tends to be increasingly expressed in terms of the emergent 
technological culture. Indian identity struggles with the emotive and cognitive 
components of this life space. There is a need to discover the degree of congruence 
and incongruence as well as convergence between these components of life space, 
which can be reflected in the organisation. There is a need to create a setting '"here in 
individuals achieve coherence and congruence between the conflicting elements in the 
organisation. 
The Researcher has immensely benefited from the above broad canvas of human 
behaviour pattern of the current Indian Society; A'hile developing instruments to 
measure the work behaviour, in respect of few chosen factors in the work context And 
this Researcher fully understands the broad picture drawn by Garg and Patrikh, on the 
contradictions prevailing in the life space of Indian Society 
7. CONCLUSION: 
From the study and review of relevant literature, it is to be concluded that: 
i) No valid and reliable instruments have been developed to measure the attributers of 
work culture; though such attnbutes like. Commitment, involvement. Nature of 
Supervision and Reward Onentation have been identified by Researchers, as significant 
constituents of Work Culture. 
ii) No quantitative analysis has been done on the relationship between Work Culture in 
an Organisation and work performance and that the quality of work culture has a 
measurable effect on work perforr.ianco Appropriate instruments are to oe ccvelopec 
10 
for such analysis; to be used after the instruments satisfy the tests of relial)ility and 
validity. 
ITius, the above two areas have been selected for this study. 
iji) There .are work performance parametet's, other than the Ten considered in this study, 
such as: 
a. Multiskill 
b. Vertical/Horizontal placement of employees 
c. Wastage Control 
d. Energy Conservation 
e. Consumption of consumables 
f. Inventory of Tools/Materials etc. 
g. Short term and long term plans at work area 
etc. etc. 
Comparative studies in work culture in different industnes with additional cultural 
dimensions and additional work performance parameters can be a major class of 
studies in future. 
2.2. For measuring various cultural dimensions, Valid & Reliable questionnaires could 
be developed. This will enrich the existing literature by providing tools for measuring 
cultural dimensions in any Organisation. Such Validated and Reliable questionnaires, 
also will enrich the literature of HRD Instruments. These Instruments may become 
useful tool for understanding and then moulding desired culture in organisations This 
study makes a small contribution in developing a synergetic work culture in variety of 
organisations. 
IV. CHAPTER ill : RESEARCH FRAME WORK AND METHODOLOGY 
1. Employee productivity, as per Chester Bernard depends on the empioyeos' 
willingness to make contribution at the work place. This in turn depends on emoloyees' 
morale and motivation. The morale and motivation ought to be enoufing anc not 
fragmented and should be widely distributed across the work force. Such enduring. 
11 
widely distributed, morale boosting and motivating factors prevailing at tne work place of 
,an organisation is termed as its 'work culture' Tfie work culture covers assumptions, 
norms, practices, values, attitudes and behaviours prevalent and widely sfiared m the 
context of an organisation. 
2. Compbell (1970)'identified four major attributes of synergetic \^ork culture 
i) Involvement of individual (resulting in concerns for work activrtles. enabling to take a 
total view of things) 
ii) Freedom of work (individual responsibility, independence and bringing m individual 
initiatives). 
iii) Nature of supervision (close supervision, when the employees are supervised over 
their shoulders, or open supeivision where the employees are provided major 
guidelines and are allowed to carryout the work on their own with m the normal 
guidelines) 
iv) Reward orientation. (Factors of rewaro, promotions, achievement orientation and 
emphasis on work e11ectiveness rather than efficiency alone) 
The morale will be high if the employees perceive the four aspects as strong and deep 
rooted, as evidenced in work related behaviour of superiors peers and subordinates 
3. i) Geet Hofstede etc all (1983) focused on the quantification and measurability and 
Linda Smirich and others (1983) examined ihe significance of culture i^ ^ o'-ganisational 
analysis. Dennison (1986) identified the determinants of organisational culture and 
Fieldman concentrated on tne role of culture is an organisations' endurability The 
Indian studies of Jai B.P. Sinha (1990) and Dr Udai Pareek (1997) were again on the 
organisational culture and the Instruments developed by ihem are focused on 
evaluating values at the organisational level 
12 
ij) Thus, it is evident that, all the studies, reviewed for Thesis did not examine the 
aspects related to work culture and no instruments have been developed to measure 
and evaluate this significant phenomenon, at the work place, even though these studios 
give sufficient indications to identify the work culture aspects and their measurement. 
k 
Hence this study focuses on various diroensions of culture. It aims at developing 
instruments for measuring these dimensions of work culture in a work setting. 
4. Problem Formulation. 
i) 'Work Culture' is the foundation on which the life of an organisation rests. It needs to 
be identified, measured, nurtured and sustained to win the economic race in the era of 
Liberalisation, Globalisation and Privatisation. Presently standardized instruments aie 
not available to identify and measure work culture in an organisation. 
ii) Work cultures are distinct from one Unit to another We can distinguish one 
organisation from another in terms of its work culture Further, organisations 
consistently showing high performance are backed by work cultures that are relatively 
enduring over time. Lack of enduring work culture will result in inconsistent 
performance and low morale and motivation of employees 
iii) Hence this project has been envisaged to answer the following questions 
a) What is the existing knowledge base regarding various aspects of organisational 
culture? 
b) What is the inter-relationship between organisation culture (Total system' and Work 
culture (Sub-system) 
c) What are the various dimensions of work culture? Whether reliable and valid 
instruments are available for measuring work culture? If. not can those instruments be 
developed? 
d) Does the work culture have any influence on work performance'^  
e) What should be the strategies to develop work culture ana disseminate the same 
across the work force? 
5. . The study will be carried out with the following broad objectives: 
a) To review the theoretical postulates of organisational issues such as leadership, 
organisational climate and organisational culture. 
b) To re\/\e\N the earlier studies on the various dimensions of organisational and work 
culture! • 
c) To examine the various dimensions of work culture and to study their roles and 
significance in an organizational setting. 
d) To study the inter-relationship between organizational culture (Total system) and 
work culture (Sub - system). 
e) To identify the various dimensions of v^ ork culture. 
f) To develop valid and reliable instruments for measuring various dimensions of work 
culture? 
g) To collect-primary data on work culture in two Units and analyse the data with the 
secondary data collected from the Units on work performance and then draw inferences 
regarding influence of work culture on Vv'ork performance. 
h) To formulate stragegies to develop, nurture and sustain effective work culture and to 
disseminate the same across the work force 
i) To consider an Hypothesis that a synergetic work culture necessarily promotes 
effective behaviour pattern of employees on the Job resuting in better work 
performance. 
6. METHODOLOGY: 
i) Scope : The present study examines work culture across the managerial and non-
managerial personnel in two Telephone manufacturing enterprises in Palakkaa, M/s ITI 
Ltd., in Public Sector and M/s. Tata Fone, in Pnvale Sector The Units have similar 
technology, and the same business environment compr.sing of Govt Policies, 
Economic, Social, F'olitical, Cultural, Religious, International and Technological factors 
Hence any variation in the measuied work performance is, assumed to be due to better 
work culture prevailing in the organisation 
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11). Data Source: The study is based on both primary and secondary data. The 
Investigator carried out a pilot study before conducting the main study. The pilot study 
was condMCted on a smaller sample. The pilot study helped to ensure the control the 
nbn-sampling error. Primary data is collected from a sample of 40 employees for pilot 
! study and two hundred employees for main study from two enterprises TATAFONE and 
iT\ Ud., Palakkad. The details of the sample frame are as follows: 
Sr. No 
1 
2 
Enterprise 
TATAFONE 
1 T 1 Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Total 
Number of Sample ' 
Pilot Study 
10 
10 
10 
10 
40 
Main Study | 
50 i 
50 1 
50 
50 
200 
The employee commitment / Involvement inventory, freedom of work inventory, Nature 
of supervision inventory and the Reward orientation inventory used for the pilot study 
have been retained for the main study also. 
The secondary data pertaining to work performance of the Wo enterprises nas been 
obtained from the shop floor docu.-nentations, maintained as a part of ISO requirements; 
as the Units are certified under ISO 9002. 
7. DATA INSTRUMENTS 
A questionnaire was developed on four dimensions to measure work culture. 
Scores were arrived at using standard procedures. In order to confirm that the ite;ns are 
valid indicators of work culture and whether each item in the questionnaire is capable of 
discriminating the high from the low criterion group of employees on the various 
dimensions chosen; an item validity of questionnaire with reference to the present 
sample was undertaken. 
7 (i) Item Pool 
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The pool for the item validity iS confined to 
40 items in Employees Involvement questionnaire 
34 items in Freedom of work questionriaire 
33-items in the Nature of supervision questionnaire 
46 items in the Reward orientation questionnaire 
7 (ii) Reliability 
To study the characteristics of a sample; Mean, Standard Deviafon and 
Percentage were used. Scoring of each questionnaire was done on 5 point rating scaic 
To establish the Reliability of the questionnaire, the Split Half Method was used. From 
the reliability of the half test, the self-correlation of whole test was then estimated by the 
Spearman - Brown prophecy formula. 
7 (iii) Item Selection and Content Validity 
The choice of the items in the questionnaire was based upon the jucc-nent of 
five experts as to the suitability of the item,s for the purpose of the test. Contents of each 
item were validated by a panel consisting of five competent persons and they approved 
the adequacy of the material included. 
7 (iv) item Difficulty: 
In this investigation, the item cirriculty was determined by the n^T^oer of 
respondents in the group who got tne item ng.ht; as is the standard statistical -rz-roo for 
detcrmiining cifficulty in objective assessment 
7 (v) Item Validity: 
The validity index of an item (le, its ciscnminative power) is detefiiinea ov the 
extent to which the given item discriminates among the examinees who differ sharply in 
the function measured by the text as a \\hc\e 3iseiial corrolation methoc s aa.~.:;:-a io' 
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'determining the discriminative power of an ilem. This discriminative power (validity 
index) of each item is read directly from J. C. Flagnan's table. 
7 (vi) The Instruments 
To obtain empirical measures of the work cu^ufe/the following four factors were 
considered; in respect of employees in an organisation. 
a) • Involvement/Commitment 
b) Freedom of woriK 
o) Nature of super\/ision 
d) Reward orientation 
Under each factor, number of statements varying from 29 to 41 were developed 
to ascertain the different dimensions of work culture. The statements aimed at 
ascertaining employee's perception of self, peer group, superiors, managers and 
organisation in respect of each cultural dimension. The respondents v;ere asked to 
indicate their responses on a 5-point rating scale. 
7 (vii) Illustration 
a) Under 'Employees Commitment / Involvement' Factor 
Item: 'Superiors seek the view o^  subordinates on an issue related with their role, prior 
to taking a decision'. You have to indicate your perception in response to the statement, 
by tick marking against 1, 2, 3, 4 or 5 basec, on the nature of your response expressed 
respectively as: Never, Rarely, Sometimes, Frequently or Invariably. 
b) Under 'Freedom of Work' Factor: 
Item: ' Superiors do not change the work plan, the employees make to carry out their 
jobs'. You have to indicate your perceotion in response to this statement, by tick 
marking against: 1, 2, 3, 4 or 5 based o.n the nature of your response expressed 
repectively as : Quite False, False, True. Very True or Quite True. 
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c) Under' Nature of Supervision' Factor: 
Item:' Subordinates are fully apprised on the scope of the Job assigned to them'. You 
have to indicate your perception in response to this statement by tick marking against 1, 
2 3, 4 or 5 based on the nature of your response expressed respectively as: Never, 
Rarely, Sometimes, Frequeritly or Always. 
d) Under 'Reward Orientation' Factor: 
Item: ' The awcird scheme for minimum re-work and rejection are known to all 
employees'. You have to indicate your perception in response to this statement by tick 
marking against: 1, 2, 3, 4 or 5 based on the nature of your response expressed 
respectively as: Not at All, Little, Reasonably well, Very much or Fully well. 
7. (viii) Selection criteria 
The criteria for selection of Factors are 
i) Attributes that contribute towards a synergetic work culture, 
ii) Attributes that are of equal concern for .T.anagerial and non-managerial employees. 
iii) Attributes that closely associated to the day-to-day v^ ork of the employeGs so as to 
generate spontaneous and natural response. 
8. THE SIGNIFICANCE OF THE FACTORS CHOSEN 
i) Employee Involvement: Employees who get involved in their jobs will have 
high commitment. This gets manifested in concern for target schedules, capacity 
utilization of equipments/ machineries in his section, work plan, nature of overall work 
processing, competence of colleagues / superiors in the work area, time requirement for 
each work process / rework, on deviations from quality norms, design and operational 
parameters, rejection/ production rates in his section etc. An employee with the attrioute 
of ' involvement' will always look for such information/data, so as to fulfil the 
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departmental obligations and hence this attribute is cons;corc-ci an important part of tiie 
work culture. There are 40 items cf statements, covering this element of work culture. 
ii) Freedom of work: 
With freedom of work, an erf^ ployee will feel empowered to do any act in his v^ /ork 
domain with in his accepted competence. Empowered employees like to take up 
beyond their prescribed duties; would like to make changes in work 
systems/methods/technology etc in his work place; would like to interact with his 
counterparts in other sections; would like to be on his own in the work area; would like 
to be discretive on competence/utility of the resources given; feel proud when 
contributions are made in achieving the goals set for ones' group or for the organisation. 
in any organisation, with large number of personnel at different heirarchical 
levels, one employee, at any level cannot enjoy the freedom of work, unless the top 
management permits such behaviour pattern, to prevail across the spectrum. Thus this 
attribute forms an important part cr the work culture. There are 34 items of statements 
covering the above elements of behaviour pattern in the questionnaire for' Freedom of 
Work' attribute. 
ill) Nature of Supervision: 
The nature of supervision is either 'close' cr 'open'. The close supervision indicates 
lack of confidence in the competence of subordinates and henc-j the subordinates are 
given instructions on every minute aspects of the job. The supervisor sits on the 
shoulders of subordinates to ensure that the jobs are carried out strictly as per the 
instructions given. Where as in 'open' supePv'ision, the supervisor gives only the limiting 
parameters of attainment on the job and allows the subordinate to v^ork on his own. In 
such a nature of supervision, the supervisor spends 60 to 75% cf hiS time for 
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developmental v;ork such as job planning, materials planning, upgrading skills of 
subordinates, receiving and working on suggestions from subordinates etc 
Supervisors, assume the role of Facilitators, instead of 'fault finders', in an open 
supervision system. The subordinates get developed, take care of the jobs on their own 
and above aJI there is a smooth working relationship at the work place. The 
questionnaire developed to measure the above aspects of the nature of supervision 
contains 33 items of statements covering the above elements of behaviour pattern. 
There can not be a situation th^t in certain sections or levels 'close super^/ision' is 
practised, while in other sections/levels, 'open supervision' practised. Across the levels 
and from top to bottom, there will be one type of behaviour pattern: either 'open' or 
close', which becomes a part of the work culture. 
Iv) Reward Orientation: 
Reward is recognition of good work so that the revvardee as well as his colleagues get 
motivated to better their performance. In organisations, where the rewards are 
systematized, offering opportunities at all levels, there v/ill higher attainments by way of 
exceeding targets, high energy conservation, lowering rate of rejection, lower rates of 
accidents, furtherance of competencies, lowering the cos; elements, higher the capacity 
utilization etc. Recognition of good work done encourages to achieve high standards of 
performance, which ultimately result in synergetic work culture. Such work culture 
context sustain better house keeping, no over shooting of delivery schedules, merit 
based placements, out of turn initiatives from employees etc. The questionnaire 
developed to measure the attribuies of 'reward orientation' contains 46 items, relating 
to various aspects of 'reward orieiitation', as brought out above. 
9. FACTORS CHOSEN TO ASSESS WORK PERFORMANCE 
9.1. The criteria for choosing the factors of work performance are: 
i) Factors are directly related to work bchav,our of ernployeos. 
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ii) Factors shall be measurable and retrievable from the recorded data. 
iii) Factors in respect of which data available for unit of production. 
Iv) Factors of 'promotion' as an overall performance indicator in respect of 
supervisiors/managers. 
v) The tinie and energy spent for analysis is worth the efficacy of the Factor to reflect 
the nature of work performance. 
9.2. The following Ten Factors were chosen as indicators of work performance: 
1) Employee Productivity: Annual output per employee 
ii) Percentage Rejection at the final stage of production 
iii) Percentage Absenteeism of employees: over and above the eligible leave 
iv) Overtime wages as a percentage of normal wages 
v) Percentage down time of machinery visa viz. scheduled utilization 
vi) Percentage of orders executed with in the delivery schedules 
vii) Percentage of employees from w/hom suggestions are received in the work area to 
bring in improved effectiveness in the v/ork process 
viii) Percentage of employees against v;hom disciplinary actions v.'ere taken leading to 
award of punishment 
ix) Accidents in the v/ork area, causing loss of man days 
x) Percentage of supervisors/managers promoted, in an year. 
10. LIMITATIONS: 
i) Study is confined to only WJO Units in the same industry-limitation on Qcneralization of 
results 
ii) The study is held in electronic industry; the general love! of competence of 
employees, in other industries may not be similar. 
iii) Assumption of homogeneity ol employees in each Unit 
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iv) While constructing, scales, though ali relevant aspects are considered, still some 
approximations might have crept in 
11. PILOT STUDY 
The Researcher carried out a pilot study, prior to the main study, in order, 
i) To ensure control of non-sampling error 
ii) To get sufficient training in data collection from the project guides 
iii) To establish rapport with the respondents 
iv) To establish the realiability and validity of the instruments developed to measure th'^ 
attributes of work culture 
v) To estimate a time schedule for the main study 
9. RELIABILITY AND VALIDITY OF INSTRUMENTS: 
i) REALIABILITY: 
Using the Split Half Method and the Spearman-Brown Prophecy formula, the reliability 
coefficient of the four factors was found to be between 0.87 and 0.93, Such high 
reliability coefficients offered confidence that the Instruments selected for the study 
would provide reliable measures of the factors taken up fcr investigation. 
11) VALIDITY: 
Using Bisehal Correlation method with J.C. Flanagan's Jx:>\e. \he validity index of the 
items of the instruments were obtained. Those items, acr.mst which the valicity index 
was less than 0.30 were removed. Thus, 
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i) Under employee Commitment/lnvoivemenl, out of 40 itemb 10 v/ere removed, making 
available 30 items for use as valid instruments to measure the attributes of 
Commitment/Involvement. 
ii) Under 'Freedom of work', out of 34 items, 4 are removed, making aivailable 30 items 
for use as valid instruments to measure 4he attributes of Freedom of v/ork, among the 
employees. 
Hi) Under 'Nature of Supervision', out of 33 items 3 are removed, making 30 items for 
use as valid instruments to measure the attributes of 'Nature of Supervision' at the work 
place. 
iv) Under 'Reward Orientation', out of 46 items, 16 items are removed, making 30 items 
for use as valid instruments to measure the attributes of 'Rev^ /ard Orientation' among the 
employees. 
V. CHAPTER IV: RESULTS & CONCLUSIONS 
V.I. INSTRUMENTS FOR HRD 
1. On conducting the Validity Test, those statements in eac*^  o^.estionnaire vyhich ar2 
insignificant, having Vahoity index, less than 0 3 was removed Now, each 
questionnaire is having' 
a Employee Commitment'lnvolvement 30 items 
b. Freedom of Work 30 items 
c Nature of Supervision 30 items 
d Reward Orientat'on 30 items 
2.1 Ail the items, under each dimension questionnaire '•'^ av not have equal weightage 
in, say reflecting Commitment/Involvement and the relat.ve significance of the items 
vanes in contnbuting towards the respective cultural dimension 
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2.2 In order to find out the most significant items, under each cimension, a Factor 
Analysis is done, on the items and the loading of each item is found. As per Garret 
(1984) these loadings are classified as, 
High Loadings above 0.7 
Moderate Loading 0.5 to 0.7 
Lov,/ Loading below 0.5 
2.3 Those items, which are found to have high/moderate loadings are taken as 
significant from the point of view of contributing towards the cultural dimension. Such 
significant items are instruments for HRD. The Instruments for HRD, drawn out m 
respect each of the four dimensions are given below: 
3. HRD Instruments drawn with respect to the dimension of 
'COMiV!lTMENT/INVOLVEMENT' 
3.1. AWARENESS ASPECT 
i) Company's targets/Department targets 
ii) Work plan in the respective departments 
iii) Competence of their colleagues 
iv) Time needed to rectify each fault in the machinery eqj,p,^ ^Gr,:s 
v) Short comings/likely deviations 'n the job plan given by their superiors 
vi) Delivery schedules of the departments 
vii) Quality requirements of the out put from their departments 
viii) Current percentage rejection m the final product 
ix) Percentage rejection in their own department 
x) Quality required for the inputs usea in the department 
xi) Working problems with the equipment/machinery m Ihcir oop[^rlm3;iis 
xii) Over all delivery schedule 
xiii) Capacity of the machines/equipments 
3.1. INVOLVEMENT ASPECTS: 
4) Initiative to look tor cost reduction in the use of materiais/machinery/work processes 
' • -I 
^ii) Bringing the instances of wastages to the notice of the superiors for remedial 
action. 
iii) Sharing the knowledge v;ith their colleagues fof bettering JOD performance 
iv) Looking for knowledge/practice that enchance their job performance. 
v) Sense of belonging to the Company, 
vi) Taking remedial measures on the instances of wastages. 
vii) Bringing the scope for cost reduction to the notice of the superiors. 
viii) Feeling glad when the target is achieved in their respective department/Company. 
ix) Feeling proud in the achievements of the Company. 
3.2. RATING ASPECTS: 
i) Rating of the competency available with the superiors for achieving required quality. 
ii) Rating of the competency available with the superiors for maximizing capacity 
utilization. 
3.3. CONTROL ASPECTS: 
i) Employees take' off during duty hours. 
ii) Reporting late for duties. 
iii) Percentage of effective working time. 
4. HRD Instruments drawn with respect to the dimension o: 'FREEDOM OF V./ORK' 
4.1. MANAGERIAL/SUPERVISORY ROLE 
i) Adherence to the duties and responsibilities prescribed <or each employees 
(Avoidance of adhocism and ensuring definiteness and certainty) 
ii) Not to change the work plan of the ennployees frequently 
iii) Not to over rule the decision taken by the subordinates without convincing them the 
need for the same. 
iv) No unnecessary interference in the duties and responsibilities of the subordinates 
(Avoidance of policing) 
v) Superiors should clarify willingly when the subordinates seek clarifications on the 
decision taken by them (should not view as insubordination when the subordinates seek 
Clarification on the decision taken). 
vi) Superiors should not enjoy themselves the common facilities made available for the 
section/department. 
vii) If subordinates points out the mistakes of the superiors the same is not viewed as 
misconduct. 
viii) Superiors do not make commitment on matters connected v.'itn lobs, v.'iihout 
consulting respective employee. 
ix) Superiors tolerate the subordinates cirectly talking to the ranaQement 
x) Superiors tolerate and appreciating the laurels earned by the subordinates 
xi) Willingness to share the common facilities enjoyed by the superiors 
i.2. FREEDOM OF ACTION: 
This constituent of dimension involves freedom, 
i) To adopt changes in the work systems methods/technolo];/ witnout affecting co-
system/finance 
ii) To take advices/opinions from any one in the organization in the context or tnoir job 
iii) To contact their counter parts in o'.nei sections to expecr.o meir joos 
iv) To work in their own individual style, w.thin the broad framework of the Company 
v)To oblige others in the overall infcrest of the company 
vi) To be on their own in the work area. 
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vii) Discretion to make use of the talents available at the work place 
4.3. AVAILING OPPORTUNITIES: 
i) Opi^ ortunities to discover, develop and design new things 
ii) Towake use of all skills and knov l^edge of men around 
iii) ToVlook for improved meihods/systems in their work place 
5. HRD Instruments drawn with respect to the dimension of "NATURE OF 
SUPERVISION' 
5.1. INFORMATION ASPECTS 
Clear and unambiguous information regarding 
i) Delivery schedules 
li) Penalties involved for delaved deliveries 
iii) Standards of quality to be achieved 
iv) Scope of the job assigned to them 
5.2. SUPERIORS'ATTITUDE: 
i) Whenever new job is carried out the superior is readily available till such tiT.c the 
subordinate is ready to take up the jcb independently 
ii) Superior spend minimum time in giving instructions 
iii) Minimum time for on the spot supervision 
iv) Superiors spent maximum time for planning and devclopmenl activii'3> 
v)Having confidence and faith on the competence of the subordinates 
vi) Superiors act promptly on getting feed back and remedial m.easures -ko:^ 
vii) Should shoulder over all accountability in case of a crisis 
viii) Delegation of responsibility w.th authority 
ix) Reluctance to delegate authonty 
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5.3. SUBORDINATES' ATTITUTE: 
i) In the absence of superior, subordinates make alternate arrangcmonis to cany out 
urgent work. 
ii) Subordinates see that the targets are achieved even in the absence of su,oerio;rs. 
Wastage is not the concern of Boss alone. 
iii) One or two down the line ready to take over the position of the superior. 
iv) Subordinates give feedback to superiors for monitoring. 
v) Ensuring no interruption in the norma! working. 
vi) Having the feeling of self responsibility for quality and output. 
5.4. PROVIDING OPPORTUNITIES: 
Subordinates are given opportunities to update their knovvleage ano sknl. 
6. HRD Instruments drawn with respect to the dimension of'REWARD 
ORIENTATION' 
6.1. MANAGEMENT TO FOCUS: 
i) Employees who win prizes in competitions are recognized. 
ii) Award for high attendance. 
iii) Reward for minimum rework or rejection., 
iv) Reward for bringing down accident rate consistently. 
V) Recognition for additional qualifications. 
vi) Reward for good house keeping. 
vii) Implementation of suggestion scheme-rnere placing of sjgges'.icr oox v.v:-^ : 
do.Management should invite pointed suggestions on imporiant issuOb 
y;-
vlii) Monitoring accidents. 
ix) Reward for less energy consumption 
x) Reward for early project completion/cost reduction 
xi) Incentive scheme is working well 
xii) Encouragement to higher academic studies 
xiii) Pat on the back for additional work/responsibility, carried out 
xiv) Preference for interna! candidates in promotion 
XV) Reward for higher contribution 
xvi) Reward for good suggestions by the employees 
6.2. ORIENTATION: 
i) Willingly discussing improvement Dlars v.ith suborcinatesh) High conce"'' i^ 
iii) Monitoring accidents 
iv) Monitoring energy consumption 
v) Employees work on their own conviction 
V.II. MEASURING WORK CULTURE AND CORRESPONDING V/ORK 
PERFORMANCE IN ORGANIZATION 
1. One of the major objectives of this study is to measure the nature of prevaili'ig work 
cultures in the two Units, chosen for the study In order to measure mo fo T cr^^cns'ons 
of work culture, the four Instruments developed in this study aie used Ttie rrsoonses 
received on administering the Instruments to the emiployces, in the f'>-\ '•' 
analysed by Frequency Distnbution and the following results are obtamec 
r c -r-'o' 
OVERALL AGGREGATE OF TOTAL SCORES OF MANAGERIAL AND NON-MANAGEF^JAL 
EMPLOYEES FOUND IN T A T A F O N E & ITl LTD, AGAINST EACH OF THE FOUR 
DIMENSIONS: 
SI.No 
1 - . . 
2. 
3. 
4. 
Dimension 
Employee Commitment/Involvement 
Freedom of work 
Nature of supervision 
Reward Orientation 
Totnl S 
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14380 
1 
12430 
13835 
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-t 
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1122S 
Percentage Total Score EarneC oy 
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25 23 2% 
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" i 
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5 
0 
12 7% 
c 
ln\ 
onim 
mlvet 
tmenty 
Tienl 
9% 
Free 
Wofk 
i Q 
:o3^ 9 
1 
\ _ e of 
r\ sion 
Re..< 
OiKI 
Against each dimensions the total score of employees in Tata Fone are vo-? '^ n ma: 
of in ITl Ltd. 
3 FREQUENCY DISTRIBUTION ANALYSIS OF RESPONSES FROM EMPLOYEES 
ON ADMINISTERING THE INSTRUMENTS 
3.1. The re'Spons^s received on administering the Instruments,among the Empiovees w 
the two Units are analysed, by Frequancy Distribution. ThR rfiSuitm nbtniRprj n rss 
of each dimension are given below: 
<j 
(Legend : T.M. Managerial Employees of Tata Fone; IM-Managerial Employees ct Hi 
Ltd; T.S- Non-Managerial Employees of Tata Fone; I.S-Non-Managerial Emolcyoes r 
ITI Ltd) 
3.2. Employee Commitment/Involvement 
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The total score of managerial employees in Tata Fone is 6985. which is •^ .:::-,-
total score of managerial employees in ITI Ltd., which is 59S5. The toia' 5c>' 
lanagerial employees in Tata Fotic is 7075. which is mere Ihan '^^v ;o!:. .N,:; man 
manaaerial employees in ITI Ltd., v^hich is 6490. Thus the dimension of ^employee 
commitment/involvement' is more widely and deeply penetrated among the employees 
of Tala Fone, as against ITl Ltd. This deeper and wider perutration of the cultural 
dimension result in more effective work behaviour of the employees in Tata Fone, 
contributing towards symergetic work culture in Tata i^one. 
3.3. Froedom of work 
3,4. 
pScore ; fvTId I Respons 
i 1 Gcore 1 e 
' \ prequen 
Total i Response Total ! Response i Total j Response Total 
Score ; Frequency Score ; proquency | Score ; Frequency Scor 
TM ' iw I i"/ TS i TS • IS ' • 0 
i i ! i 
IL 'J-
110 
,^05 1 3t5 : A2C to 
115 
! i ? i 125 
130- '35 '\1 ; 7345 
! 
6750 40 5400 40 ; 5400 
900 
I ; I-. 
.50 7660 50 g - j - 6720 50 
"1 !io to'ai Svooro ot iTianagerial employees on Tata Fone is higher by 910 and thai of non-
m-^nan/:-!;;,;! employrjcs higher by 270 in Tata Fone. The wider and deeper penetration 
"f !nis woik ciiliuro diincnsion, cioates ^-lore cUociive work behaviour pattern ol the 
c:iip;oyoi,\s in Tata Fone, contributing towards synergetic work culture in Tata Fone. 
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3.4. Nature of Supervision 
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T!v.- -otai score of managerial employees in Tata Fone is higher by 940 and thai of non 
msnagenal employees higher by 960 in Tata Fone. The wider and deeper penetration 
C: this work culture dimension, creates more effective vv'ork behaviour pattern of the 
smiployees in Tata Fone, Contributing towards synergetic work culture in Tata Fone 
3.5. Rcnvard Orientation 
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The total score of managerial employees in Tata Fone is more than IT! Ltd. by 1255 and 
that of non-managerial employees, more by 1355. This wider and deeper penetration 
of this cuitural dimension result in more effective v^iork behaviour of the employees in 
Tata Fone, contributing towards synergetic work culture in Tata Fone. 
4. Tlie analysis revealed that larger percentage of employees in Tata Fone had the 
percepticn of sustaining high involvement/commitment and Freedom of work among the 
employees and they further perceived that the nature of supervision is very much of 
open type in Tata Fone compared to IT! Ltd. The perception of employees in Tata Fone 
with respect to Reward Orientation is also widely distributed, in comparison with that 
pr5vaiiing in ITl Ltd. The four dimensions of work culture analysed, conclude that, the 
dimensions are determinants to create a more effective work behaviour pattern in Tata 
Fone, contributing towards better work performance. This better work performance is to 
be caused by an effective work behavior, which again is a result of wider and deeper 
penetration of the dimensions of synergetic work culture. Tata Fone is h.aving such a 
synergetic work culture, more than what is prevailing in ITl Ltd. Hence, comparing the 
pGrformance parameters of Tata Fone and ITl Ltd, Tata Fone should have a higher 
pcn'or'T.once parameter. So, in the next section, we are measuring and comparing the 
te.T scleciod performance parameters of Tata Fone and ITl Ltd. 
V.ill ANALYSIS OF DATA ON WORK PERFORMANCE 
1. The Data on the ten chosen factors representing v/ork performance were collected for 
a Dc-riori of 5 years; 1996-97 to 2000-01: from the Units-ITI Ltd and Tata Fone. 
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2. The results of analysis are as fohuwb. 
i) Labour Productivity 
r ^ IT I Ltd 
• Tela Fone 
l.;iboiir PKHIUCIIVIIV 
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Y Axis: Uiiii.s 
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Labour Productivity in Tata Fone is higher by ITo, 22=o. 42=^ 0, 40''c and 
year compared to ITI Ltd. 
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Percentage annual rejection at final stage of products, in Tata Fone on an Avorcivjo 
during the five years; is 6.2%, where as at ITI Ltd the average percentage is 11 .i;".6. 
iii) Percentage Absenteeism in ITI Ltd Over & Above That in Tata t-ono 
5.5-^ 
5 
4-1 
5.1% 
4.75% 
Y Axis: % of Absenteeism 
4.16% 
n 
3.87% 
2,5% 
96-97 97-98 98-99 99-2000 2000-01 
Y: Axis: % of'AEsenteeism 
Percentage absenteeism in Tata Fone remained almost steady at around 0.1 S; 
where as at ITI Ltd it varied from 5.2% to 2.6%. 
V) 
percentage O.T. m m Ltd., o v e r . 
above That in T^^aFonc. 
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96-97 
7.29% Y Axis: % 0 T Over Normal Wages 
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2.21% 
9-7-98 98-99 99-2000 2000-01 
Y Axis <is:%O.T. Over Normal Wages. 
On an average the O.T. expen 
lTlitis5.46%. 
;,es al Tat Fone ts 0.S3--- o ;ia! v.'ac^t: 
v) Pcrcentaqe Down Time In ITI Ltd Over & Above, in Tata Fcno 
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Y AXIS : % Down Time 
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Y Axis: % Down Ti:Te 
Percentage down time of equipments/machinery at Tala Fone is aro:.;n-c: 0.9-
only; where as in IT! Ltd it is 7.46". 
vi) Percentage of orders executed v^ithin the target oates \r. I i^ is 100°:; v-hGre .-•'.s r-.i 
Tata Fone; it is 90 to 95°o. It may be noted is. !T! a sia::;? •rciopo!'/ has i; "".:;,• 
advantage of freedom to fix its delivery cates. Tata Fone oo'rates in the open •T-arkp, 
competitions. It is 90 to 95% execution of order needs to b'-.- •. '^ved in that oonte--: 
V l ' n (^6.fve Ri^Tl'^^/ oy 5 UC> G ^ ^ T i c n l S ^ 
12 
114 
10 
Percentage of Employees Generating Suggestions 
'. In Each Year At ITl Ltd & Tata Fone 
ITlLtd 
Tata Fone 
96-97 97-98 98-99 
99-2000 2000-01 
2.2% employees in ITl Ltd offered various suggestions lor in-:proving various aspects ; 
work. This percentage for Tata f^ one was 9.2%, ie, larger group c; err,:/:,/:-., 
percentage of Employees Av^ared Pjmshment offered suggestions in "ata .-:;:',-j ;• a-
ITl Ltd. 
\l\\\^ N O M G t ( ? . 0-F rbx^ipLi tvfif^y ( ^ T U A / 6 . 
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PercenUige of limpioyecs Awarded Punisluncrit 
Y Axis; % Employees 
^ ITlLld 
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97-98 
i 
n 
98-99 99-2000 2000-01 
The percentage of cases of disciplinary action, in IT! Ltd, on an average :s 
as in Tata Fone; it is only 1.7%. Thus Tata Fone has lesser joo relatec p' y. 
ix) Number of Accidents: 
Tata Fone has reported no accidents during the period of 5tuc:v. !r,G;ca!•;^; 
contribution to work performance. iTI. 9 accidents are repcr'-:^ -::, cun.-^ .n itv 
X) Percentage of Supervisors Promoted 
25 H 
20 
15 ^ 
10 
5 ^ 
Y Axis; % Pfomouon 
a m Ltd 
• lata Fone 
96-97 97-98 98-99 99-2000 2000-01 
The percentage of supervisors promoted at ITI. during ihe ponoc ?:•; ;••: ••vor/n;;.' 
6.8%; where as at Tata Fone the percentage is 20°o; inc;C;V.i".G a :r j :c ^^ f:^ ;c^ .^•o •^. 
played by supervisors in Tata Fone, 
3. This study thus assessed ten factors of the work performarice viz: L.'ioou; i^ ro(.;;jcr.\' 
Percentage absenteeism; Percentage over time; Percentage cown i,:re o; 
machinery/equipments; Percentyge of rejection; Pe^centace oi on '^. i^ovf-5 corc-r-aur,:: 
suggestions; Percentage of oracs executed m schecuie tr-o ..esse; >-;.:;..;•: :.; 
indiscJDiine; Absence of accidents and Percentage of supervise promoted at Tata 
Fone and ITI Ltd. These factors indicate that Tata Fone is better placed on these 
Indicatiors, than ITI. The findings Vv'ith respect to culture has earlier indicated that Tata 
Fone has a synergetic work culture than ITi; Work performance indicators indicate that 
Tata Fone is better performar. Thus better work culture leads to better work 
performance. 
Vl: .CHAPTER V: MAJOR HIGHLIGHTS OF THE STUDY AND 
RECOP^MENDATIONS 
1. This study projected the conceptual difference between organisational culture and 
work culture, the later being a subsystem of the former. Four dimensions of work 
culture were chosen and Instruments developed to measure the four dimensions; the 
Instruments being tested for reliability and validity. The process, led to developing 
Instruments for measuring work culture, covering the four dimensions of work culture. 
These instruments developed were administered to assess work culture among cross 
sections of employees in the two work groups chosen for study-ITl Ltd., and Tata Fone 
Ltd. The analysis revealed a synergetic work culture at Tata Fone than at ITI Ltd.. This 
study compared work performance of these two Units, on ten dimensions. Tata Fone 
score better on all dimensions of work performance too. 
2. RECOWr^ENDATIONS; 
From the Factor analysis of the responses given by employees, on administering the 
questionnaire Statements to measure the perceived behaviour patterns of the 
employees, belonging to the two Units, the following suggestions are niven where 
managerial actions are needed to sustain a positive work culture, resulting in 
maintaining a higher level of work oerformance. These suggestions are based on those 
slntemonts which are highly or moderitely found loaded as per Garret il98.;). on Factor 
Analysis. 
2.1. Management should consistonily tocus on: 
0 Competency available w;th superior officers lor achieving the prescribes quality and 
o^r maintaining capacity utilization. 
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ii) Controlling personal idle time of employees created by taking 'Off' during duty hrs. 
and reporting late/leave early at the work place; there by add to the effective working 
time. 
2.2. The training ,rnodu]es shall be designed to create av/areness arriong employees on; 
Company/Department targets; work plan & likely deviations; time needed for fault 
rectifications of machinery, quality norms for input materials& finished products; delivery 
schedules; capacity of machines, competence of colleagues and superiors. 
2.3. The training modules should also focus on initiative for cost reduction, waste 
control, sharing of knowledge on job processing, and feeling a sense of belonging to the 
company accomplished by a share of p'ide in its achievements. 
2.4. Periodical refresher/orientation programmes for covering employees at all levels, to 
adhere to the duties and responsibilities prescribed for each position, to change plans 
and decisions of employees on convincing them the need; to avoid policing of 
subordinates; provide clarifications wanted by subordinates at each stage of work 
process; to share available work place facilities with all irrespective of levels position; to 
encourage subordinates for constructive criticism cf superiors/colleagues; and to 
appreciate a good work, then & there. 
2.5. Focus to provide employees, the freedom they need to adopt changes in work 
systems/methods/technology; to contact others and get views, in the context of work 
and to use discretion to take advantage of talents available at the work place. 
2.6. Provide work environment, so that employees discover, develoo and design new 
things on the job and use their maximum potential on the job. 
2.7. Management should ensure that the superiors are readily available at the u'ork 
place till such time the subordinate is ready to take over a job independently. The 
superior needs to spend less time on physically overseeing the subordinates' work; and 
spend more time in planning, organizing and developing competency among the 
em.ployeos. Superiors need to take overall respor^sibility in a situation of crisis rather 
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than passing on the blame to subordinates. Superiors need to delegate responsibility 
v/ith corresponding authority. 
2-8. if the Management focus its attention to bring in the above approach/orientation, 
thd''pattern of behaviour at v/ork place take a positive direction resulting in: subordinates 
making alternate arrangements, in the absence of superiors and ensure that targets and 
delivery schedules are not missed; get involved^ achieving quality norms and put in all 
round efforts to reduce cost of production. 
2.9. Based on the analysis of the attributes perceived by the employees in respect of 
reward and recognition at vv'ork place, it is suggested that management may have 
concern and focus: 
2.9.1. In organizing systems to get the employees participate in competitions, to prove 
their personal competencies, there by, give an orientation for the employees to 
continually update and upgrade their specialized skills to remain competitive. 
2.9.2. Award employees, who put in maximum attendance; minimum rework or 
rejection, lowering rates of accidents, bringing down energy consumption per unit. 
2.9.3. Reward those who put in more than what is the minimum expected of them, by 
way of completing a job ahead of schedule; bring forth new ideas and get them 
implemented; and provide opportunities to their full potential on the job. 
VI!. CHAPTER VI. DIRECTIONS FOR FUTURE RESEARCH 
1.1. In the present study, it has been brought out that, an Organization having widely 
distributed and sustained synergetic work culture will have a better work performance 
too visa viz. another Organization having a soft work culture. 
1.2. The study covered two Units in the same industry-electronic manufacturing. The 
dimensions of v/ork culture as perceived by the employees in the two Units were 
measured, to assess the nature of work culture in each Organization. The work culture 
45 
dimensions, chosen are limited to four Comrnitnent/lnvoivement, Freedom of work, 
Nature of Supervision and Rev^ard Onentation The parameters of work performance 
are limited to ten- Labour Productivity, Percentage Rejection of Products, Percentage 
-Absenteeism of Employees, Overtime Wages, Percentage Downtime of Machinery, 
Meeting Delivery Schei^ ules, Suggestions from Employees, Disciplinary Actions; 
Accident Rates and Vertical Movement of Supervisors 
2.1 Before applying the results of the study, across Organisations, in various business 
sectors; it is necessary to generalize the relation between work culture and work 
performance, across organizations It is also necessary to develop HRD Instruments, 
that reach the v«/hole behaviour dimensions of the Vv'ork force, in different work 
environments Such HRD Instruments will enable to develop, penetrate and sustain 
desired cultures, for better performance in Organisations 
i) Thus, Further studies are needed in other industries 'ike Engineering, Chemical, 
Textiles, Fertiliser, Automobile etc 
ii) Further studies are needed with dimensions of Work Culture, other than that are 
considered in the present study, such as 
a. Cooperation with colleagues and superiors 
b. Empov/ering 
c. Centralisation of Authority 
d. Delegation piocess 
e. Consistency in decision making 
f Utilisation of employee potential etc etc 
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CHAPTER ONE 
ORGANISATIONAL CULTURE AND WORK CULTURE: 
A CONCEPTUAL FRAME WORK 
1.1. INTRODUCTION 
Culture is reflected in various forms in the external life of an Organisation, as 
well as in the values and beliefs held by its members. Schein (1985) has proposed 
three levels of variables in a culture. The first is artifacts and creations which are 
visible but often not decipherable such as technology, behaviour patterns, etc. 
The second, values and the third is the deepest level of basic assumptions which are 
taken for granted. The conceptual framework of Kluckhohn and Strodbeck (1961) 
has been quite frequently used in understanding culture. They have proposed five 
main orientations, based on the meaning of human existence, meaning of human 
labour and endeavour, relationship of man and nature, time orientation and 
relationship of man with fellow beings. McClelland (1969) frame work can be used 
in conceptualizing typologies of cultures. Borrowed from Freud, the frame work has 
been used to study manager's effectiveness (McClelland and Bumham, 1981). 
This frame work can also be used to distinguish between doing orientation, being 
orientation, and being and becoming orientation (Kluckhohn and Strodbeck, 1961). 
It may be useful to consider the main concerns of human beings in studying 
culture. Their concerns relate to coming to terms with nature, their immediate 
environments (context), time, collectivities of which they are parts, and natural 
biological differentiation (Sex). 
Currently the most popular Organisational topics are organisational culture and 
work culture. This Chapter presents the conceptual framework of organisational 
culture and its subsidiary 'work culture'. 
1.2. ORGANISATIONAL CULTURE 
The various terms used in the context of organisational culture are : values, ethics, 
beliefs, climate, environment and culture. Ethics refers to normative aspects to what 
is socially desirable. Values, beliefs, attitudes and norms are interrelated. Interaction 
between beliefs and values results in attitude formation (attitudes = beliefs x values) 
and then produce norms. Values and beliefs are the core, while attitudes are the 
next layer, followed by norms or behaviour. When these get institutionalised or 
when they accumulate and integrate, we have a social phenomena called culture. 
The culture related concepts can also be seen as a multi level concepts. 
The core (first level) are the values, which give a distinct identity to a group. 
This is the ethos of the group. The Random House Dictionary defines ethos as, 
"the fundamental character or spirit of a culture ... dominant assumptions of a 
people or a period". The second level concept is climate, which can be defined as 
the perceived attributes of an organisation and the working of its sub systems. 
The third level concept relates to atmosphere, the effect of climate. The fourth 
concept is culture - the cumulative beliefs, values and assumptions underlying 
transactions with all others. 
1.2.1. Ethos 
Ethos are made up of beliefs, customs or practices. At the base of ethos are core 
values. The important values relevant to institution building are openness, 
confrontation, trust, authenticity, proaction, autonomy, collaboration and 
experimentation. In addition to being an acronym for these values, OCTAPACE is 
a meaningful term, indicating eight (octa) steps (pace) to create functional ethos. 
1.2.2. Organisational Climate 
CULTURE 
CLIMATE 
PERCEIVED ATTRIBUTES 
REFLECTED IN DEALINGS 
WITH INDIVIDUALS, GROUPS 
AND ISSUES 
BEHAVIOUR PATTERN SUSTAINED IN 
INTER RELATIONSHIP WITH 
SUPERIORS, PEERS, SUBORDINATES 
AND ENVIORNMENT 
ETHOS 
MADE UP OF BELIEFS 
CUSTOMS, PRACTICES 
Climate can be defined as the perceived attributes of an organisation and its 
subsystems as reflected in the way an organisation deals with its members, groups 
and issues. One conceptual frame work of climate (Litwin and Stringer, 1968) 
emphasises motivational linkages. They are achievement, expert influence, 
control, extension, dependency and affiliation. Likert (1967) proposed six 
dimensions of organisational climate : leadership, motivation, communication. 
decisions, goals and control. Litwin and Stringer (1968) proposed seven 
dimensions: uniformity, responsibility, standards, rewards, organisational clarity, 
warmth and support and leadership. The processes of the organisational climate 
are: Orientation, Interpersonal Relationships, Supervision, Problem Management, 
Management of Mistakes, Conflict Management, Communication, Decision 
Making, Trust, Management of Rewards, Risk Taking, Innovation and Change. 
1.2.3. Organisational Atmosphere 
Organisational atmosphere is the perceived effectiveness of the organisational 
climate. Using the motivational framework, it can be defined as the effectiveness of 
the climate to generate functional aspects of the motivational climate. For functionality, 
the avoidance frame work is the most relevant. 
1. 
2. 
3. 
4. 
5. 
6. 
Motive 
Achievement 
Expert influence 
Control 
Extension 
Dependency 
Affiliation 
Approach (Hope of) 
Success 
Impact 
Order 
Relevance 
Growth 
Inclusion 
Avoidance (fear of) 
Failure 
Impotence 
Chaos 
Irrelevance 
Loneliness 
Exclusion 
1.3. DIMENSIONS OF ORGANISATIONAL CULTURE 
Although studies on organisational culture have been increasing, there is no 
agreement on the concept and definition of culture. Culture-related concepts 
(culture, climate, environment, atmosphere, ethos, etc.) have been used loosely and 
interchangeably, although an attempt has been made to delineate some of them 
(Pareek, 1997). Culture can be defined as the cumulative beliefs, values and 
assumptions, underiying transaction with nature and collectivity, environment. 
context, time, biological differences, power, etc. Culture is reflected in the 
artifacts - rituals, design of space, furniture and ways of dealing with various 
phenomena. Distribution and concentration of power can be one basis of 
classifying culture. From this angle, organisational culture can be of four types : 
autocractic (or feudal), bureaucratic, technocratic and entrepreneurial. 
Autocratic or feudal culture is characterised by centralised power, concentrated in 
few persons, and observation of proper protocol in relation to the persons in power. 
Bureaucratic culture is characterised by primacy of procedures and rules, hierarchy, and 
distant and impersonal relationships. Technocractic culture emphasises technical / 
professional standards and improvement. Entrepreneurial culture is concemed about 
achievement of results and providing excellent service to customers. 
The two related concepts that are relevant for organisational culture are organisational 
climate and organisational ethos. Organisational climate can be defined as the 
perceived attributes of an organisation and its subsystems, reflected in the way it 
deals with its members, groups and issues. 
1.3.1. Types of organisational climate 
• Achievement (dominant concern for excellence) 
• Expert power (concern for impact through expertise) 
• Extension (concern for relevance to larger grade and entities) 
• Control (concern for orderliness) 
• Affiliation (concern for maintaining good personal relations) 
• Dependency (concern for approval and maintenance of hierarchical order). 
Tlie first three climates have been found to be functional, contributing to organisational 
effectiveness. The last three have been found to be dysfunctional for organisational 
effectiveness. Schein (1985) defines culture as, "a pattern of basic assumptions -
invented, discovered or developed by a given group as it learns to cope with its 
problems of external adaptation and internal integration". For this study, we shall 
define culture as values, attitudes, rituals and sanctions. 
1.3.2. Profile of organisational culture 
Cultures 
Autocratic /feudal 
Bureaucratic 
Technocratic 
Entrepreneurial / 
democratic / organic 
Focus 
Proper 
protocol 
Rules and 
Regulations 
Perfection 
Results and 
customers 
Climate 
Dependency 
affiliation 
Control 
dependency 
Expert - power 
achievement 
extension 
Ethos 
Rammassic (Opposite of 
OCT APACE) 
Sick (Safe playing, inertia, 
conflict and close) 
Pace 
(Proaction, collaboration, 
experimentation) 
OCTAPACE 
Source : Udai Pareek (1997) 
1.3.3. Manifestations of Culture 
Culture is reflected in various forms in the external life of an organisation, as well 
as in the values and beliefs held by its members. Schein (1985) has proposed three 
levels of variables in a culture. The first is artifacts and creations which are visible 
but often not decipherable such as technology, behaviour patterns. The second, 
values and the third is the deepest level of basic assumptions which are taken for 
granted. The conceptual framework of Kluckhohn and Strodbeck (1961) has been 
quite frequently used in understanding culture. They have proposed five main 
orientations, based on the meaning of human existence, meaning of human labour 
and endeavour, relationship of man and nature, time orientation, and relationship of 
man with fellow beings. McClelland (1975) framework can be used in conceptualising 
typologies of cultures. Borrowed from Freud, the frame work has been used to study 
managers' effectiveness (McClelland and Bumham, 1981). This framework can also 
be used to distinguish between doing orientation, being orientation, and being and 
becoming orientation (Kluckhohn and Strodtback, 1961). 
Quinn and McGrath (1985) have suggested four types of organisational culture: rational 
(Market), developmental (adhocracy), consensual (clan) and hierarchical (hierarchy). 
Hofstede (1980) studied four dimensions of fifty cultures and found these 
dimensions are adequate to explain cultural orientations: individualism vs collectivism, 
power-distance, uncertainty avoidance and muscularity vs feminity. 
It may be useful to consider the main concerns of human beings in studying 
culture. Their concerns relate to coming to terms with nature, their immediate 
environments (context), time, collectivities of which they are parts, and natural 
biological differentiation (Sex). One other aspect deserving attention relating to, 
coming to terms with power in the collectivity. The various dimensions of culture 
can then be derived from these six concerns. They are: 
• Relationship with nature 
• Orientation to the environment (context) 
• Time orientation 
• Orientation to collectivities 
• Orientation to sex differences 
• Orientation to power 
To summarise, fifteen dimensions of culture seem to emerge from the concern of 
people in a group when coming to terms with certain realities. These also seem to 
be relevant for understanding management practices. 
a. 
b. 
c. 
d. 
e. 
f. 
Concerns 
Relationship with nature 
Orientation to the context 
Time orientation 
Orientation to collectivities 
Orientation to sex differences 
Orientation to power 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
Dimensions of culture 
Intemality Vs Externality 
Ambiguity, Tolerance 
Contextualism 
Temporality 
Collectivism Vs Individualism 
Particularism Vs Universalism 
Narcissism 
Role-boundedness 
Outer-directedness Vs 
Innerdirectedness 
Androgyny 
Power distance tolerance 
Expressive 
Conserving 
Assertive 
Expanding 
1.4. DEFINITION OF WORK CULTURE 
Based on the American Heritage Dictionary, work culture is projected as: 'The totality 
of socially transmitted behaviour patterns, arts, beliefs, institutions and all other 
products of human work and thought, characteristic of a community or population; a 
style of social and artistic expression peculiar to a society or class in a work place'. 
M.R. Louis (1980) states that "Work culture is a set of understandings or 
meanings shared by a group of people in the work place. The meanings are 
largely tacit among members, are clearly relevant to a particular group and are 
distinctive to the group. Meanings are passed on to new group members". 
1.4.1. Manifestations of work culture : Positive aspects 
a. Totality of socially transmitted behaviour patterns such as 
• Giving back whatever we receive from others e.g. payments of wages for the 
services we receive 
• Sharing one's burden in trying times e.g. voluntary contribution of 
employees when there is a fatal accident / injury for a fellow workman 
• Protecting the Company's assets / properties by every employee 
• Rejoicing the Company's / fellow workmen's achievements with social or 
artistic expression. 
• Remembrance and Rededication while celebrating Annual days of the Organisation. 
b. Attitude of remaining competitive: such as 
• Never say 'Die' syndrome 
• Enthusiastic, enterprising and initiative, refraining from exploitation 
• Protecting employee's interests: 'Maslow's satisfying needs and upholding 
human dignity and values. 
c. Economic aspects such as 
• Customer orientation 
• Cost reduction 
• Culture of personal equations 
• Continuous updating of Technology 
d. Enterprising aspects such as 
• Understanding across the Unions not to interrupt the work process. 
• Understanding across the employees to achieve the targets, even by working 
extra time. 
• Respecting the words of elders. 
Slips In Quality norms leading to high 
percentage rejection 
Missed 
deadlines 
Late coming & early 
leaving 
Meeting not held as 
per schedule 
Cost over run of projects 
Punctuality as a value manifests a behaviour pattern of 
determination to do things as prescribed / decided to be done. 
1.4.2. Negative work culture 
• Easy going and high absenteeism 
• Public property is everybody's property attitude. 
• Excessive bureaucratic and procedure minded. 
1.4.3. Contextualisation of work culture 
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Work related activities, norms and values are generally contextualised. An 
organisation has its boundaries, goals, objectives, technology, managerial 
practices, human resources as well as constraints. An organisation also has its 
employees, their knowledge, skills, their needs and expectations. These two sets 
of factors interact and establish roles, norms and values pertaining to work, which 
can be labelled as work culture. 
1.5. WORK BEHAVIOUR ATTRIBUTES 
John P. Campbell and others (1970) identified four important work behaviour 
attributes viz. Commitment / involvement, freedom of work, nature of supervision 
and Reward orientation as essential aspects of work culture. A brief discussions 
on these aspects is presented. 
1.5.1. Commitment / Involvement 
A major aspect that enhances the contribution of an employee towards better 
performance is his Commitment / Involvement in the work. When an employees 
is not committed / involved, his attitude would be 'a day's work for a day's 
wages'. In that case, he would not look beyond his working time. He would attend 
the job, if the same is available at his normal reach. If that is not so, he would wait 
for instructions, wait for material, wait for tools; wait for machine clearance etc. 
and delay in the availability of these things would be used as an excuse for not 
achieving the targets. He would not bother about the limitations of time, cost, 
quantity etc; and would have limited commitment for performance improvement. 
On the other side, employees who have commitment and involvement would keep 
the following aspects in mind, 
the target schedules 
Capacity limitations of equipments / machineries in the work area. 
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Work plan, immediate as well as future 
Nature of overall work processing 
Competence of colleagues in the work area 
Normal working problem in machinery / equipments 
The time requirement for normal work processes and re-work 
Normal explicit indications of deviations from accepted quality for 
processes as well as for tools 
The design and operational parameters 
Quality systems followed : right from raw material to finished products. 
Percentage rejections of WIP / products in each section 
Competencies / short comings of superiors. 
Normal deviations in the schedules vis-a-vis plans developed for 
monthly / quarterly / annual performance. 
An employee with commitment / involvement will always look for such 
information / data, so as to fulfil the departmental / organizational commitments 
and hence this attribute is considered as an important part of the work culture. 
1.5.2. Freedom of Work 
Every employee who is committed / involved in his work performance would 
look for the freedom to carryout his job to the best of his ability, without 
interference from others. He would like to get empowered to do any act in his 
work domain, within his accepted competence. He would not like to change his 
work plan without getting convinced and he would not like the boss to reschedule 
his target without being consulted. He wants the freedom to consult others to 
perfect his job. He would like to take decisions in the interest of the organization, 
and carryout the same, either alone or in combination with others. Employees 
with such mind set. 
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- Like to be given assignment beyond their prescribed duties 
- Would like to make changes in work system / methods / technology 
etc. in their own place; without additional expenditure and/or not 
disturbing the co-systems. 
- Would like to interact with counterparts in other sections, in the job 
context, without the need for permission for such interactions. 
- Would like to be on their own in the work area; as they are aware of 
the possibilities and limitations of their jobs. 
- Would like to discrete on competence / utility, while making use of the 
resources given at his disposal. 
- Feel proud when they make contributions in achieving the goals set for 
the organization. 
Any organization, with large number of personnel in different levels of hierarchy, 
one employee alone cannot enjoy the freedom of work, unless the top 
management permit such behaviour pattern; thus forming part of the work culture. 
1.5.3. Nature and Extent of Supervision 
'Close Supervision' is borne out of the belief that the supervisors do not have 
confidence in the competence of the subordinates to carry out the assignment 
given; it is a lack of trust and hence the subordinates are given instructions on 
every minute aspect of the job and then sit on his shoulders to ensure that the 
subordinates do carry out the assignments as instructed. In this process, superiors 
spend 60 to 75 per cent of their time sparing very little time for developmental 
programmes such as job planning, materials planning, ascertaining training needs; 
upgrading skills; receiving and working on suggestions from subordinates etc. 
Close supervision when followed consistently at all levels of an organization, 
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curtails the initiatives of the subordinates, ignores their potential; stagnates the 
growth of knowledge / skill; curbs enthusiasm, deprives empowerment and 
ultimately the employee losses his identity with the organizational objectives, 
goals and targets. He spends his working time in the work area mechanically just 
to earn the wages / salary. 
A synergetic work culture allows optimum utilization of employee's potential; 
seeking his fullest involvement and commitment at work and this work culture is 
rooted in when 'Open Supervision' becomes the behaviour pattern in an 
organization. In a work environment where there is no 'Close Supervision':-. 
- Superiors at different levels work as motivators / facilitators and not as fault 
finders 
- Superiors welcome suggestions from subordinates to better their performance. 
- Superiors do shoulder overall accountability in case of any problem arising 
out of below par performance of the subordinates. 
- Subordinates have the feeling of 'Self Responsibility' for the quality and 
output, as they carryout their jobs on their own. 
- Subordinates ensure that jobs are carried out, without interruption, even in the 
absence of superior. 
- Subordinates do not consider 'Cost Reduction' as the concern of the Superior 
alone. 
- There are always one or two subordinates who are competent to take over the 
responsibility of the superior, in case the superior gets separated from the post. 
- There are less conflicts between superior and subordinates on work 
related matters. 
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Supervision, whether close or open is equally applicable to managerial as well as 
non-managerial personnel and this behaviour, is distributed right across the different 
hierarchy levels of the organization and gets assimilated in every act of interpersonal 
dealings. Thus every employee does have his own perception of supervision and 
questions on such widely prevailing practice gets us an instantaneous response from 
employees. 
1.5.4. Reward Orientation 
'Reward' is a recognition of good work so that the Rewardee as well as his 
colleagues get motivated to better their performance. The recognition can be a 
word / record / letter of appreciation; a good gesture, a commendation, service 
benefits, a public announcement across the employees, a certificate of good work 
done; quantification of savings derived from an innovative idea. But such 
recognitions should not be an isolated incident and should become a part of 
worklife. Management has to systematize the recognition process; offering 
opportunities to get recognition and reward by all employees at all levels in the 
organisation. Management may lay down standards of achievement commensurate 
with the bench mark norms prevailing in the industry. 
The rewards and recognition may be for 
- Achieving / Exceeding the targets, 
- Energy Conservation 
- Lowering the rate of rejection or percentage of rework 
- Reducing accidents 
- Furtherance of competencies 
- Bettering educational qualifications 
- High attendance 
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- Lower inventory cost 
- Lower down time 
- Higher capacity utilization 
- Updating the knowledge and skill / updating technology 
- Lowering the process time 
- Longevity of tool life; 
Recognition of good work done encourages employees to achieve high standards 
of performance; which ultimately result in a synergic work culture. Such reward 
oriented contribution from employees sustain, 
- Better house keeping 
- Schedule order deliveries and work completions. 
- Merit based placements, both horizontal and vertical 
- Quick decisions and 
- Recognition of out of turn initiatives. 
Thus it is evident that work culture is an important construct worth studying. 
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CHAPTER TWO 
REVIEW OF EARLIER STUDIES 
2.1. INTRODUCTION 
This Chapter reviews studies that have been conducted in respect of both 
Organizational Culture and its subsidiary, the Work Culture. 
This Chapter is organized in the following sequence: The first part reviews the 
studies carried out on the role of culture in the organisational working. 
The second part is devoted to studies on manifestations of culture and its 
characteristics. In third part, the review presents studies on Work Culture and its 
impact on work performance. Culture building process is the focus of review in 
fourth part. The fifth part presents the salient features of studies carried out, on the 
measurement of culture. Sixth part presents a brief review of studies conducted in 
the Indian context. 
2.2. STUDIES ON CULTURE IN THE CONTEXT OF ORGANISATIONAL 
WORKING 
Musban and Boddewyn (1970), while reviewing the comparative management 
studies, noted that, the 'Principles' of management remains unaltered, but the 
management practices based on the principle vary from one cultural environment to 
another. And the nature of these practices, also influence the efficiency of the practices, 
in each cultural environment. 
Linda Smircich (1983) observed that researches did show the link between culture 
and organizational behaviour. These researches look into the fact whether one 
treats culture as a background factor, an organisational variable or as a metaphor for 
conceptualizing organisation. The idea of culture focuses attention on the expressive, 
non-rational qualities of organisational experiences. Such ideas of culture also 
legitimise subjective, interpretive aspects of organizational life. A cultural study 
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in an organisation; do question 'taken for granted' assumptions, raising issues of 
context and meaning, and bringing to the surface the underlying values prevailing 
in the organisation. 
Mariann Jelinek and others (1983) found that there are interactions of cultural 
theory and organizational theory in the studies of comparative management, 
corporate culture, organizational cognition and organization symbolism. 
Katheleem L. Gregory (1983) brought out the fact that Organisations are 
multicultural rather than homogeneous. She defined culture as a system of 
meanings that accompany the myriad of behaviours and practices experienced as a 
part of organizational life. She emphasizes that a culture strongly influences 
individual's behaviour. 
Linda Smircich (1985) opined that people are incorporating culture into their 
Organizations as system models. Organizational analysis inspired by a symbolic 
conception of culture, represent a fundamentally different mode of understanding 
Organisations. Linda concludes that the foundation of multiple cultural conceptions 
does not represent a new paradigm for understanding Organizational life. 
Thomas, C. Dandridge (1985) observed that there are four sets of beliefs that lead 
to the culture construct of employees in an Organisation. These are: 
(i) Primitive: Complete and unquestioning belief. 
(ii) Authority or Derived Benefits: Authority of Parents, Teachers, Books etc. 
(iii) Rationality or provability. 
(iv) Imaginative: Believing in a symbol as if it is a fact. 
Dandridge added that people allow themselves to be influenced by symbols and as 
such they can be inspired and managed too through symbols. 
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Maror Moore (1985) has gone into the various interpretations of 'culture' and its 
relevance or non-relevance to societal and governmental activities. He observed that 
all attempts to narrow the cultural focus or channel it in certain direction was in fact 
anti-cultural and anti-social. To him, the organisation that encourages the impulse 
to creativity and gives it an opportunity, will in the long run achieve more than the 
organisation that tries to find and impose a formula for the pattern of behaviour of 
the employee. 
Geet Hofstede (1985) studied the differences in national work related value 
systems. Organisations have prevalent value systems which are part of their 
organizational culture. These value systems show a national component according 
to the nationality of founders and dominant elite. Research data from 53 countries 
have shown that the national cultures do influence the organizational culture in 
that country. 
In summary, Geet Hofstede has clearly brought out a strong influence of culture 
in organizational working and concluded that organizational cultures are borne 
out of respective national cultures. He also showed that, differences in 
organizational culture can be measured by scaling prevailing behaviour pattern in 
an organisation. Linda Smircich brought out the direct link between culture and 
organizational behaviour and the findings of Mariann Jelinek, also supports the 
view that bahaviour pattern of employees manifest in the organizational practices. 
Geet Hofstede (1986) has brought out the significant influence of culture in 
organisational working. He also concluded that organisational cultures are borne 
out of the respective national cultures. He showed that, differences in organisational 
culture can be measured by scaling the prevailing behavioural pattern in the 
organisation. According to him, there is a link between managerial control and 
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organizational culture and recorded that companies with strong organizational 
culture, undergo social movements, to improve the quality of life of employees. 
A strong culture also brings in increased work activism. Another finding of 
Hofstede is that a Company known as 'excellent' does not distinguish itself on its 
measures of culture from its less excellent competitors. He showed that culture can be 
measured in an organisation by scaling the collective behaviour of the employees. 
Katheleem L. Gragory's established link between meanings derived from cultural 
aspects and the behaviour of individuals. Further to the findings of Hofstede, Musban 
and Boddewyn found that, the principles of management remains the same in all 
organizations; but the management practices differ, depending on the national culture, 
in which the organisation ftmctions. Maror Moore emphasises the need for a 'dynamic' 
culture process rather than pinning down a particular culture to an organisation. 
Thus, these studies help us conclude that 'Culture' with its different dimensions 
has a significant bearing on the organizational working. 
2.3. STUDIES ON MANIFESTATIONS OF CULTURE 
Donheltriegel and John W. Slocum, (1974) while analyzing the principal 
instruments that had been developed to measure organizational climate, concluded 
that the climate in subsystems with simple and static environments are different 
from that in subsystems with dynamic and complex environments. 
Bhagath and Macquaid (1982) observed that, two organizations having the same 
national language, climate or ecology, have different cultures, expressed in their 
belief systems, attitude, structure, stereotype formations, norms, roles, ideologies, 
values and task definifions. They also emphasized the need for future cross 
cultural research, to focus on four specific micro areas of cognitive style, atdtudes 
and values, work mofivafion and job satisfaction. 
20 
Linda Smircich (1983) found that culture is a critical variable and root metaphor 
in organizational studies. However, each dimension of culture has a 
corresponding organizational behavioural aspect. 
Harison Trice (1984) gave distinguishing definitions for rites and ceremonials 
which consolidate multiple cultural forms. He identified three characteristics of 
rites and ceremonials, as conservative expressions of culture that could be a 
hindrance to organizational change effort. These are: 
(i) Over reaching characteristic which preserve and maintain ongoing social life. 
(ii) Social consensus about existing ideologies and values. 
(iii) Ideologies of dominant elites, who have biggest stake in maintaining the 
status quo. However, effective managers distinguish useful and not useful 
rites and ceremonials and take advantages of by supporting the useful ones. 
Edger, H. Schein (1984) pointed out that to decipher an organization's culture, it 
is necessary to dig below the organizations surface, beyond the visible artifacts -
and uncover the basic underlying assumptions which are the core of organisations 
culture. The tool needed is a formal definition of culture and such a definition 
uncovers the dynamic forces that creates culture and explains how culture is 
learned, practiced, passed on and changed. 
Kreting and Frost (1985) have pointed out that metaphorical language and images 
provide a way of understanding and managing Organizational Cultures. But it is 
impossible that any metaphor or set of metaphors could capture all aspects of a 
given culture and hence using a set of metaphor to explore and realise the full 
potential of an organisation, will be an exercise of gropping in the dark. 
Adams and Ingersoll (1985) found that there is only one culture in one organisation. 
Karl E. Weick (1985) has recorded that both: Culture and Strategy serve common 
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function of imposing coherence, order and meaning. Threats, opportunities, 
problems and solutions are general activities with in which specific events assume 
meaning and Organizational life is a manifestation of the sum total of social 
behaviours ie., the culture of the organization. 
Davies and Weiner (1985) highlighted the need for balancing cultural values 
technological practices and economic norms in an organization. In this balancing 
process, the Trade Unions have also to play a significant role; as the Trade union 
is also a subunit of an organization and having its own subculture. They found 
that Trade Union subculture had been omitted in culture related studies. 
Stanley Deetz (1985) developed the theme that for sustaining and developing 
organizational culture, the practices held by all sections of the employees shall be 
considered; as every human behaviour has ethical implications. 
Robert E. Quinn and others (1985) highlighted the formation and growth of 
culture. Transcendence is a point at which peak organizational performance 
occurs, when employees have high motivation and morale. However, this state 
does not last indefinitely; as organizations become increasingly formalized, at the 
cost of innovation, mission and collectivity. Such formalization is necessitated by 
environmental demands for more predictable and controllable ways of working. 
In summary, what Kreting and Frost stated on how a metaphor can not represent 
the whole behaviour pattern of an organization is true with the observation that 
one set of behaviour can't represent the whole organizational culture. Adam and 
Ingersoll have only confirmed that every organization has its own distinct culture. 
Harison Trice's study underscores that managers have to put in effort to select the 
rites and ceremonials which could be used to develop a synergetic work culture. 
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Bhagath and Macquaid affirm that culture is distinct to each organization even if 
the organizations have the same national environment. Karl E. Weick remarked 
that Culture has got a social context and bring coherence, and meaning to work -
thus it plays an important role to bring order in an organization. Edger H.Schein 
confirms the proposition that to know an organizational culture, we have to dig 
deep into the employees behaviour, beliefs, assumptions, values and practices. 
Danes and Weiner (1985) highlighted the role of Trade Unions as a cultural 
subsystem in an organization. Trade Union can play a complimentary role in the 
process of development of a organizational culture. For sustaining a culture, the 
behaviour pattern of all sections of the employees need to be focused, as pointed 
out by Stanley Deetz. Donheltriegel and John W. Slocum, observed that 
subsystems climate with simple and static environment differs from the climate 
with dynamic and complex environment. In day today working, the stake holders 
- customers, employees, suppliers etc. look upon the organization to be more 
predictable and its ways of working are more controllable; as pointed out by 
Quinn and others. The managers should utilize the surcharged behaviour pattern 
of motivation and morale of employees, to attain a smooth uninterrupted flow of 
work systems. 
2.4. STUDIES ON WORK CULTURE AND ITS IMPACT IN WORK 
PERFORMANCE 
K.K. Singh (1976) studied the interpersonal construct, of Indian Managers and 
found that managerial behaviour is viewed in the frame work of personal 
construct. However, he has not gone into the details of the nature, of construct 
systems and its influence on building up a culture in an organisation. 
Reynolds (1986) evolved a procedure to measure work culture (subunit level) of 
an individual. He suggested further studies to bring out the distinctive nature of 
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Work Culture in the sub systems of the same organization. Though Reynolds fails to 
see any evidence that an association exists between performance and work culture; 
Ann Arbor (1982) had brought out evidence that an association exists between work 
culture and performance. This is further strengthened by the works of Denison and 
Bowers (1983) who established such relationship between work culture and work 
performance. 
Jai B.P. Sinha (1990) extensively examined the working of Indian organizations 
and found good number of cultural aspects existing in them. He also identified the 
factors favouring a synergetic culture and a soft culture and brought out the role 
of the CEO, in developing a synergetic culture. Sinha identified the factors 
contributing to culture building and indicated the way of transforming a soft 
culture to a synergetic culture. The factors are: centrality of work, cognitive 
clarity of job demands, job effect and job satisfaction; values Hke achievement, 
ability utilization; climate factors like work pressure, pressure from family, 
colleagues, friends etc, social values like hierarchical social structure, 
personalized relationships, power differentials etc. He has also shown the ways of 
measuring cultural aspects with the instruments developed for the purpose. 
John Van Mannen and Stephen R. Bariy, found that with in an organizational 
culture, there could be distinct Work cultures in each profit center/responsibility 
center or Department. With in these subsystems each had distinct cultures; but 
each of these subsystems when interact among themselves or interact with 
environments, present one culture which the organization as a whole represents. 
In other words Jai B.P. Sinha has given a number of guidelines to identify the 
manifestations of work culture and procedures to measure the various dimensions 
of behaviour pattern at the work place. The work of Meryl R. Louis is directly 
24 
supplementing the works of Sinha: by giving a constructive frame work to carry 
out the research work. The dimension of inter personal construct system 
highlighted by K.K. Singh is true for employees at any level; not merely for 
Managers; though his work related to managerial personnel. The findings of 
Manner, Barly and Reynolds are pointing to the same revelation that there could 
be distinct cultures at subsystem level, with in the same organizational culture. 
The studies of Ann Arbor and Denision and Bowers brought out evidence 
regarding the relationship between work performance and work culture. 
Thus, these studies help us include that work culture significantly influences work 
performance. 
2.5. STUDIES IN PROCESS OF CULTURE BUILDING AND ITS 
CHARACTERISTICS 
Andrew, M. Pettigrew (1979) concluded that employee commitments are not 
generated automatically, in an Organization. Such commitment results from 
vision, policies, guidelines, style of functioning and concern for values, etc. of the 
Chief Executive or Entrepreneur. The vision transforms into ideology and the 
ideology can impart meaning to one's work; and for better work performance. 
Edgar. H. Schein (1983) has supplemented the conclusions of Pettigrew. Schein 
found that the basic process of imbibing a cultural element is that the Founder 
finds a solution to a problem that the group faces. If the group shares the 
perception that the solution is working well and continues to work well, it 
becomes a practice and part of the culture. The Founders' ability to impart the 
evolution of a culture is further strengthened by the studies of Martin, Sitkin and 
Boehm (1985). Their studies offer a premise that a Founder can create a culture, cast 
in his own image and reflecting his own values, priorities and vision of the future. 
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Thus a Founder's personal perspective can be transformed into a shared legacy 
that will survive death or his/her departure from the organization. Thomas J and 
Richard H. Waterman (1982) in their best seller, 'In Search of Excellence' has 
brought out that strong cultures are more result oriented - 'strong' in the sense of 
homogeneous and operationalised. Yoash Wiener (1988) concluded that a 
typology of value system, based on the context and source of value, permits a 
contingency approach for the emergence, change and maintenance of a culture as 
well as the contribution the culture makes to organizational effectiveness. 
P. Amsa (1986), in her empirical studies brought out that there is a definite 
relationship between work culture and work behaviour of employees. 
Steven P. Feldman (1986) concluded that culture is an important force that holds 
organizations in a given form over a period of time. He also pointed out that 
cultural analysis is the process to understand the changes in behavioural pattern of 
employees. Caren Siehl (1985) suggested a set of conditions to manage culture. 
Alan Bryman (1986) has also brought out the important contribution of visionary 
Chief Executives to develop and sustain a culture. Craig C. Laundberg studied the 
feasibility of systematic intervention to bring in cultural changes, and pointed out 
that it is possible. R.R. Ritti and G.R. Funkhonser (1987) have listed out the 
common characteristics of organizational culture, the factors determining it, the 
socialization process and the various socialization alternatives available to the 
management. They concluded that Management can control, the dominant values, 
attitudes, and behaviour patterns; for effective work performance. Addison 
Wesley (1982) identified - shared perceptions, concern for individuals, shared 
philosophy, rituals and ceremonies as the elements of strong work culture. 
Meryl Reis Louis (1982) view that Organizational Research is better facilitated, 
when the study is done with a cultural perspective. She underscores that there is a 
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recognition among organizational scientists on tiie role played by cultural 
phenomena in the work context and advocated methodical study of culture to 
understand better, the organizational systems and performance. 
Torrance E. Deal and Allan A. Kennedy (1985) presented the positive effects of 
culture building with reference to business successes. They discussed the 
methodology of understanding, analyzing, shaping and re-tooling culture when 
change is necessary. The Authors conclude that future holds promise for strong 
culture companies. Strong cultures are not only able to respond to a change in 
environment, but also adapt to diverse and changing circumstances. 
Kathleen, L. Gregory (1983) evolved the proposition that, while monitoring and 
controlling cultural phenomena, it is desirable to seek indigenous value configuration in 
a balanced way rather than encouraging lower level employees to conform to 
managements' values. He found that excellent companies are characterized by 'Peoples 
values', which contributed for better organizational performance. 
S.N. Pandey (1988), observed that corporate philosophy and strategies, in an 
organization creates a strong culture and leads to very positive syricrgetic culture, 
resulting in higher human values and higher productivity performance. 
Udai Pareek (1998) pointed out that work motivation is an important constituent 
of a synergetic culture. He concluded that work motivation is influenced by 
satisfaction of psychological needs, work commitment, performance role and role 
satisfaction. 
In summary, Pettigrew and Schein focus on the role played by the Founder / Chief 
Executive in developing and sustaining a culture in the work context; Schein also 
brought out the process the founder or CEO adopts for developing culture. Strong 
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work culture is the result of efforts put in by managerial personnel and does not 
come up on its own or from the lower hierarchy. Richard and Waterman are also 
supplementing the views on relating excellent performance with homogeneous 
and operationalised cultures. P. Amsa supports this view. The emergence, change 
and maintenance of cultures are based on the value systems manifested in the 
work behaviours; as pointed out by Weiner. The works of Deal and Kennedy 
emphasise the influence of work culture on work performance. The time delay in 
the upward communication, in the process of culture building is necessarily to be 
taken care while administering culture building steps; as pointed out by Franklin. 
The sharing of rich experiences by S.N. Pandy confirms the findings of Feildman, 
Siehl and others, as mentioned above. The factors influencing work motivation, 
brought out by Udai Pareek formed the basis for the instruments of work culture. 
Thus these studies elaborate the process of culture building and its characteristics. 
2.6. STUDIES ON MEASUREMENT OF CULTURE 
Kamungo (1982) studied job involvement and motivation and developed 
procedures for measurement of job involvement by Semantic differential, 
questionnaire and graphic methods. He found that out of three techniques, 
questionnaire is less effective to establish validity for measuring work 
involvement. 
Daniel, R. Denison (1984) found that cultural and behavioural characteristics, 
have a measurable effect on a company's performance. Organization with a 
participative culture performs better than those without such a culture. 
Paul. D. Reynolds (1986) found that different organizational positions have distinct 
cultures with in the total organization culture and those in different industries will 
have distinct cultures of their own reflecting different work behaviours. 
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Stan Silverzweig and Robert F. Allen (1986) have studied extensively 'culture' 
and its influence on work performance. To them, the most effective way for an 
organization to change human behaviour is by changing the culture or socio 
corporate environment with in which the culture exists. Employees are capable of 
designing and shaping the culture of which they are part rather than merely being 
shaped by the prevailing culture. They further formalized necessary steps to 
analyse existing culture and find the gap with the desired culture. In their further 
studies they explained the efforts to be put in to fill the 'normative gap' between 
desired and existing culture. 
Geet Hofstede and others (1990) demonstrated that operationalisable and 
independent dimensions of organizational culture could be measured, on the basis 
of answers of organizational members to the written questions, pertaining to different 
dimensions of culture. They printed out that there are discrete number of independent 
dimensions of culture in the work context, which will correspond to work behaviours 
concerning motivation, achievement, role, job, job satisfaction, reward etc. 
Denison and Reynolds emphasised the existence of distinct cultures based on 
different behaviour patterns and the influence of culture on work performance. 
The other three studies presented above focus on measurement of different 
aspects of culture; particularly by questionnaire method. In the absence of 
different factors covered in the questionnaire by Kamungo, it is difficult to accept 
his findings that the questionnaire method is less effective to establish validity for 
measuring work involvement. Thus the studies, reviewed above are inconclusive 
regarding the measurement of culture. 
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2.7. STUDIES CONDUCTED IN INDIAN CONTEXT 
Pullin K. Garg and Indira J. Patrikh (1986) have gone into the details of cultural 
phenomenon in the Indian context and their findings are: 
(i) There is an Indian identity to organizational culture. This identity revolves 
around basic assumptions concerning (a) the nature of man (b) nature of 
group and society and (c) the nature of man's relationship with one's 
group. These are drastically different from constructs and assumptions of 
the West. 
(ii) Indian identity is concerned with perpetual ambivalancy, low self worth, 
high emotional and personal dependence, boundaries of self and a unique 
kind of individualism. Similarly Indian Organisations are concerned with 
task based structures, meaning of authority, belongingness to the system 
and issues of exclusion and inclusion. 
(iii) Indian Organisations have placed culture in a flux. The social design of a 
by gone era is anchored in assumptions that make a strange juxtaposition 
with current reality. Individuals and organizations are in states of 
fragmentation and lack of a sense of wholeness. Work task and relationships 
seem to work to a point and then comes against cultural blocks. 
(iv) The emphasis in Indian organizations is on individual role and their 
relationship to the organization's identity. Their work anchors itself in the 
beliefs and findings that there is a socio-psychological continuity in the 
Indian identity from the cultural past to the present. The essence of this 
finding lies in the fact that Indians are children of two cultures. Their 
emotional orientation to social reality is overwhelmingly anchored in the 
traditional agrarian ethos. In contrast, their cognitive orientation to social 
reality tends to be increasingly expressed in terms of emerging 
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technological culture. Indian identity struggles with the emotive and 
cognitive components of this life space. There is a need to discover the 
degree of congruence as well as convergence which can be reflected in the 
organization. There is a need to create a setting wherein individuals achieve 
coherence and congruence between the conflicting elements in the 
organization. 
Sudhir Kakar (1987) studied authority patterns in Indian Organisations and found 
these patterns are dominated by authority relations. But such authority relations 
have no negative impact on the employees as such authority relations are 
legitimized by socio-cultural factors. 
Jai B.P. Sinha (1990) conducted several studies in order to develop profiles of 
organizational culture in six organisations. Five of these investigations were 
satellite projects around a main study which aimed at relating the major aspects of 
work to managers' value expectancies, their perception of organizational climate and 
socio-personal obligations, including the importance attached to the family. 
The work related variables were (a) the centrality of work in a managers life space 
(b) the extent to which they work hard (c) hours spent at work (d) their rights and 
responsibilities (e) a manager's feelings about a job and (f) job satisfaction. 
Twenty one values (achievement, ability utilization, peace of mind etc.), six 
climatic factors (like work pressure from reinforcement) and the extent of 
pressure from friends and relatives to meet social obligations, family centrality, 
counter pressure arising out of encroachment of job demands were examined. 
Three out of the five satellite studies dealt with power dynamics in the organizations. 
The fourth study mapped the ingroup formations and group's influence on job and 
non-job related matters. On softwork-culture and synergetic work culture, the 
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study concluded that the pliant project management fosters soft work culture 
which renders it more pliant. The assertive management cultivates synergetic 
work culture and becomes more assertive and people oriented in the process. 
Pareek (1997) made an attempt to measure the following four organisational 
cultures, viz: autocratic / feudal, bureaucratic, technocratic and entrepreneurial / 
organic / democratic. The Instrument has eight sets dealing with values 
(1), beliefs (3), primacy (6) communication (7), leadership (4) rituals in meetings 
(5) celebrations (8) and rooms and furmitures (2). The Instrument is completed by 
persons working in the organisations. The respondent is required to rank the four 
statements in each set in terms of their applicability to the organisation concerned. 
The ranks are from 1 (most closely describing the organisation to 4 (least 
accurate). The scoring key is used to score reponses. The totals for each culture 
type are found out for each individual. The scoring key is used to score responses. 
The total for each cultural type was found out for each individual and can vary 
from 8 to 32. The lower the score, the higher is the value given in that culture. 
All individual scores on the four cultures can be arranged by dividing the total by 
the number of persons completing the instrument. This gives the group profile. 
Guttman split - half equal length and unequal length reliability for a group of 
twenty people was found to be 0.86. Validity was found in two ways. 
The theoretical profile was tested against an empirical profile and factor analysis 
was done to test construct validity. 
A group of eighteen persons from five companies responded. The conclusions are : 
Autocratic culture has a positive correlation with control and depending climate, 
and negative correlation with achievement and extension. Bureauatic culture had 
a significant positive correlation with control climate and negative correlation 
with achievement expert power and affiliation. 
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Pareek (1997) also conducted an organisational survey and measured fifteen 
aspects of organisational culture. The study was conducted in a cement company 
(n=25) and in an engineering company (n=44). A respondent in required to rate 
items 1 to 33, on a 5-point scale. Split half alpha co-efficient was used to test the 
reliability of the instrument. To test validity, factor analysis was done but it did 
not give clear factors. The Rotated Varimax Factor Loading explained 75 per cent 
of the variations through six factors. They are 
Factor 1 - Future - oriented culture 
Factor 2 - Value - oriented culture (both internal and inner directed) 
Factor 3 - Conserving culture (consolidating the organisation) 
Factor 4 - Humanistic culture (considerate, humane value) 
Factor 5 - Conservative culture (role-bound, intolerant of ambiguity) 
Factor 6 - Innovative culture. 
Udai Pareek (1997) conducted another study based on the data collected from 153 
managers of an IT company. The study shows significant correlation between 
organizational culture and organisational performance. 
2.8. CONCLUSION 
Thus it is evident that there are comprehensive and literature support and well laid 
out conceptual framework for the organisational culture but very little focus on 
work culture, since most of the studies treated work culture as a sub-system of 
organisational culture and erroneously assumed that the dimensions of 
organisational culture reflect work culture. Even in organisational culture domain, 
though Udai Pareek (1997) documented and derived Instruments of organisational 
culture through empirical investigations, his studies did not yield satisfactory results 
and therefore he himself recorded that more work need to be done in this area. 
33 
Further, except some preliminary work by Campell (1970) and Jai B.P. Sinha (1990) 
on work culture, no concrete work has been done in this aspect so far thus leaving 
wide gap in the HR literature. Therefore this study envisages to fill up this gap by 
identifying the relevant dimensions of work culture; developing Instruments, 
measuring the dimensions in terms of behavioural patterns, and to examine the inter-
relationship between work culture and work performance with reference to two 
organisations placed in identical environments. 
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CHAPTER THREE 
RESEARCH FRAMEWORK AND METHODOLOGY 
This Chapter presents the Research Framework and the Methodology adopted in 
this study. 
3.1. INTRODUCTION 
Shared values and shared perceptions of daily practices are the core of a work 
culture. Values are dimensions of culture and by knowing the values shared by the 
employees, we can ascertain the work culture. It is therefore necessary to measure 
the various dimensions of values, so as to quantify culture and to assess its impact 
on the over all performance of the organization. Values are reflected in the daily 
practices of employees, and practices are the attributes of values. Hence the work 
behaviour attributes reflect employee's values. 
Geet Hofstede and Others (1986) while measuring organizational culture have 
brought out that cultures do differ from organization to organization, but in the 
same organization, there is no distinct culture for managers and non-managers. 
When we discuss the values of 'openness', 'punctuality', 'cost consciousness', 
'conservation', etc., in the context of an organizational culture, they refer to 
the total employees of the organization both managerial and non-managerial. 
John P. Campbell and others (1970) identified four important work behaviour 
attributes, viz : Commitment / Involvement, Freedom of work. Nature of 
supervision and Reward orientation as essential aspects of work culture. Though 
the above study examined the work behaviour of managers; the studies conducted in 
India by Jai B.P. Sinha (1990) however confirmed the significance of these attributes 
in case of non-managers too. In the present study we have chosen the same attributes 
developed by John P. Campbell (1970) and have also made an attempt to measure 
them with reference to both managerial and non-managerial personnel. 
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3J;. EARLIER STUDIES 
Campbell (1970) identified the following four major aspects as attributes of 
synergetic work culture. 
1. Involvement of individual (resulting in concern for work activities, enabling 
to take a total view of things). 
2. Freedom of work (Individual responsibility, independence and bringing in 
individual initiatives). 
3. Nature of supervision at work situation (whether the employees are 
supervised over their shoulders or provided the necessary facilities to do their 
job effectively). 
4. Reward orientation (Factors of reward, promotions, achievement orientation 
and emphasis on work effectiveness rather than efficiency alone). 
The morale of the employees depend on how they perceive the above four factors 
prevailing in their work place. The morale will be high if they could perceive the 
four aspects as strong and deep rooted, as evidenced in work related behaviour of 
superiors, peers and subordinates. If the said work culture is strong and enduring 
in a work place, each employee derives the benefit of motivation and all of them 
contribute better which ultimately lead to an increase in productivity. 
Jai B.P. Sinha (1990) has conducted an extensive study on work culture in the 
Indian context in Public, Private and Cooperative sector organizations. He has 
developed 21 Instruments of work culture. But the Instruments developed by him 
do not adequately represent the various dimensions of work culture. Nevertheless 
the Instruments developed by him gave sufficient guidelines to develop 
comprehensive Instruments, for the measurement of value dimensions. 
Udai Pareek (1997) has done extensive work on organizational culture and has 
developed 36 Instruments for the measurement of the same. If the present work 
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envisaged to measure organisational culture, we would have straight away used 
the validated Instruments developed by Pareek (1997). But the present study focuses 
on the work culture and the attributes identified are more related to the work area, 
rather than the corporation as a whole. It is true that the work culture is a part of 
organizational culture but since the study focuses micro level dimensions there is a 
need for a different set of attributes conceming work culture. Specifically, 
considerations for following a different course than chartered by Pareek are : 
i) The 15 attributes measured by Pareek are more related to corporate level 
dimensions of organizational culture. But the present study is focused on 
attributes of work place culture, 
ii) The respondents in Pareek's study are managerial personnel in an IT firm. 
It may be appreciated that managerial personnel in an IT firm with high IQ 
will provide the required responses with fewer statements. Whereas, in the present 
study, the respondents are mixed group of managerial and non-managerial 
personnel. Relatively lower IQ necessitates elaborate responses from more 
number of statements for each aspect separately so that the responses are more 
broad based and indicate widely shared behaviour pattern, 
iii) The Instruments developed by Pareek to evaluate organizational culture also 
enable us to infer work culture to a certain extent but it has to be inferred from the 
responses, thus introducing an element of subjectivity. To have a more realistic 
assessment, we have developed our own Instruments to get direct responses from 
the respondents. Further, since the statements are directly related to the work 
activities carried out/monitored, the implications of each Instrument are better 
grasped and understood by the respondents. The researcher had the advantage of 
close observations of work place in the course of 25 years of his professional 
career in manufacturing. The statements chosen in the Instruments reflect these 
practical insights. 
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To optimize employee productivity, as Chester Bernard identified the wilhngness to 
make contribution at the workplace is very important and it is borne out of employees' 
morale and motivation. It should be emphasized that morale and motivation should be 
enduring and commonly distributed. Morale boosting and motivating factors 
prevailing at the work place of an organization is termed as its 'work culture'. 
The work culture conveys to the employees those important assumptions, norms and 
practices covering values, attitudes and behaviours as applicable and accepted in the 
work context of an organization. Obviously one work culture, pertaining to one 
organisation is distinct from another work culture, in another organization. 
As stated earlier, work cultures are distinct from Works to Works and we can 
distinguish one organization from another in terms of its work culture. It is also 
evidenced that organization consistently showing high performance are backed by 
work cultures that are relatively enduring over time and relatively static in their 
propensity to change. 
Not much research studies have been found conducted, especially in the Indian 
context on the benefits of having an enduring work culture and hence lack of 
Instruments to measure and evaluate the work cultural characteristics. Many more 
studies are necessary to establish. 
i) The need for inculcating certain values and practices, to enrich the work 
culture of organizations, resulting in higher work effectiveness, 
ii) Valid and reliable Instruments, which could be made available to future 
researchers choosing work cultures as their field of study, 
iii) Lack of enduring work culture will lead to inconsistent performance and low 
morale and motivation of employees resulting in adhocism and arbitrariness in 
the workers' behaviour. 
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3.3. NEED FOR THE STUDY 
Work culture, is a sub-system of the total system of organizational culture. 
Though specific studies are not available on the sub-systems such as work culture, 
studies were undertaken on the different dimensions of organizational culture -
their characteristics, measurement, evaluation etc. 
Linda Smircich (1983) examined the significance of culture for organizational 
analysis and found that the intersection of culture theory and organization theory 
is evident in five current research themes; comparative management, corporate 
culture, organizational cognition, organizational symbolism and organizational 
unconsciousness. 
Paul Da Reynolds (1986), conducted a study on organizational culture as related 
to industry and suggested that, 
i) A procedure can be laid down to provide useful, reliable measures of 
organizational culture and the perceived work context of the individual, 
ii) Those in different organizational positions have different perceived work 
contexts reflecting different organizational cultures, 
iii) Those in different industries have quite different perceived work contexts 
reflecting different organizational cultures. 
Reynolds study also concluded that there is no evidence regarding existence of 
association between organizational performance and perceived work context, 
however this conclusion has been disproved by Denison (1988) and Devison and 
Bowes (1989). 
Geet Hofstede et al. (1990) on studying 20 Units brought out the following three 
dimensions of organizational culture. 
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i) It can be measured quantitatively, on the basis of responses of organizational 
members, to structured questions. The significant variance in the answers 
to culture related matters explains the fact that members have different 
perception regarding the issues in question. 
ii) Analysis of the measured values of operationable and independent 
dimensions of organizational culture, would produce a discrete number if 
independent dimensions would correspond to issues covered in the 
organizational literature. 
iii) Organizational cultures are partly predetermined by nationality, industry 
and task. Such factors also relate to organization structure and control 
systems. Correlation between culture measures and such non culture data 
would leave sufficient variance unexplained to allow a considerable 
amount of uniqueness to each organization. 
The study has found confirmation of Peters and Waterman's claim (1982) that 
'Strong Cultures' are more result oriented. Yoash Wiener (1988) has brought out 
that analysis of shared values is one of the measurable core elements of culture. 
P. Amsa (1986) has shown a definite relationship between organizational culture 
and work behaviour of employees. Steven P. Fieldman (1986) concludes that culture 
is an important force that holds organizations in a given form over time. It is not 
changes in the culture that will help organizations change more effectively, but 
changes in behaviour. Andrew M.Pettigrew (1979) has stated that one way to look at 
commitment is through a cultural approach. 
Jai B.P.Sinha (1990) conducted six studies in order to develop profiles of 
organizational culture in six organisations. Five of these investigations were 
satellite projects around a main study which aimed at relating the major aspects of 
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work to the managers' value expectancies, their perception of organizational climate 
and socio-personal obligations, including the importance attached to the family. 
The work related variables were (a) the centrality of work in a manager's life 
space (b) the extent to which they work hard (c) hours spent at work (d) their 
rights and responsibilities (e) a manager's feelings about a job (f) job satisfaction. 
Twenty one values (achievement, ability utilization, peace of mind etc.), six 
climatic factors (like work pressure from reinforcement) and the extent of 
pressure from friends and relatives to meet social obligations, family centrality, 
counter pressure arising out of encroachment of job demands were examined. 
Three out of the five satellite studies dealt with power dynamics in the 
organizations. The fourth study mapped the in group formations and group's 
influence on job and non-job related matters. On softwork - culture and 
synergetic work culture, the study concluded that the pliant management fosters 
soft work culture which renders it more pliant. The assertive management 
cultivates synergetic work culture and becomes more assertive and people 
oriented in the process. 
In summary, Geet Hofstede et al. (1983) focussed on the quantification and 
measurability and Linda Smircich and others (1983) examined the significance of 
culture in organizational analysis. Dennison (1986) identified the determinants of 
organizational culture and Fieldman concentrated on the role of culture in an 
organization's endurability. The Indian Studies of Jai B.P. Sinha (1990) and 
Dr. Udai Pareek (1997) were again on the organizational culture and the Instruments 
developed by them are focussed on evaluating values at the organizational level. 
Thus it is evident that though there are number of studies on 'organisational culture', 
only very few studies did examine work culture and no study has developed 
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standardised Instruments to measure and evaluate work related aspects at the 
work place. Hence, this study envisages to examine the various dimensions of 
work culture and develop standardised Instruments to measure, quantify and 
assess its impact on the organisational performance. 
3.4. PROBLEM FORMULATION 
Shared values and shared perceptions of daily practices at the work place are the 
core of a work culture. 'Practices' can also be labeled as 'Conventions', 'Customs', 
'Habits', 'Traditions' or 'Usages'. Commitment / Involvement, Freedom of Work. 
Nature of supervision. Reward orientation are some of the attributes of values 
upheld to enrich the effectiveness of work behaviour of employees. The erstwhile 
prevailing values such as 'sense of belongingness', 'total commitment', 
'identification with corporate image' etc. are being slowly eroded and the 
materialistic interpretation of 'quid pro quo', 'just equal to consideration' etc., 
concepts are gaining acceptance with the younger employees. This erosion of 
values has resulted in less commitment to one's work, lack of sincerity, 
perceiving a limited role in the work place which does not go beyond one's daily 
working hours or that of immediately assigned job. These changed attitudes have 
resulted in less productivity and efficiency which adversely affect the survival and 
growth of organizations, especially in the changed economic environment, exposed to 
global challenges. 
Lack of positive work culture or no culture in an organization result in low morale 
and low motivation of the employees which in turn adversely affect the machine, 
material and employee productivity. After the advent of liberalization, dismantling of 
controls and deregulations, competition has become the watch word and productivity 
growth alone could usher in competitive edge in the open market situations. 
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Hence productivity improvement through enhanced employee morale and motivation 
should be the first priority of any management. Unless an organization develops its 
own work culture, it is not possible to sustain motivation and morale of the 
employees. However as of now, there are no standardized Instruments to identify and 
measure work culture in an organization. 
In other words, 'Work Culture' is the foundation on which the life of an organization 
rests and hence it has to be necessarily identified, measured, assessed, improved, 
nurtured and sustained to win the economic race in the era of Liberalisation, 
Privatisation and Globalisation. But as of now, there are no standardized Instruments 
to identify and measure work culture in an organization. Hence, this study has 
been envisaged to answer the following questions: 
Questions explored 
1. What is the existing knowledge on and dimensions of organizational culture? 
2. What is the inter-relationship between organization culture (Total system) 
and work culture (Sub-system) 
3. What is work culture and what are its different dimensions? 
4. Whether Instruments are available for measuring various dimensions of 
work culture? 
5. Whether these Instruments are reliable? 
6. Are these Instruments standardized and their validity tested? 
7. Does the work culture influence work performance? 
8. What should be the strategies to develop work culture and disseminate the 
same across the work force? 
This study has been carried out with reference to the following broad objectives: 
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3.5. OBJECTIVES 
1. To examine the various dimensions of work culture and to study their roles 
and significance in an organizational setting, 
2. To study the inter-relationship between organizational culture (Total system) 
and work culture (sub-system), 
3. To identify the various indicators (Instruments) of work culture, 
4. To test the reliability of the questionnaire, validity of the Instruments developed 
and to standardize them, 
5. To collect the responses of the employees on work culture and to study the 
influence of work culture on work performance, 
6. To derive training instruments of work culture for HRD, 
7. To identify the determinants of work culture and 
8. To formulate strategies to develop, nurture and sustain effective work culture 
and to disseminate the same across the work force. 
3.6. METHODOLOGY 
a. Scope 
Both the Units are situated in Palakkad and produce identical products i.e.. 
Telephones and Switching Equipments with similar technology. Hence the 
business environment comprising of Government. Policies, Economic, Social, 
Political, Cultural, Religious, International and Technological factors are expected 
to be the same for both the Units. Any variation in the final output is therefore 
assumed to be due to variant work culture. The period of study is for five years 
from 1996-1997 to 2000-2001. 
b. Data Source 
The study is based on both primary and secondary data. The investigator carried out a 
pilot study before conducting the main study. The pilot study was conducted on a 
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smaller sample than the sample used for the main study. The pilot study helps to 
ensure the control of non-sampling error. Primary data is collected from a sample of 
40 employees for pilot study and two hundred employees for main study from two 
enterprises TATAFONE and ITI Ltd. Palakkad. The details of the sample frame are 
as follows: 
s. 
No. 
1. 
2. 
Enterprise 
Tatafone Ltd. 
m Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Total 
Number of Sample 
Pilot 
Study 
10 
10 
10 
10 
40 
Main 
Study 
50 
50 
50 
50 
200 
The employees Commitment / Involvement inventory, Freedom of work questionnaire, 
Nature of supervision questionnaire and the Reward orientation inventory used for 
the pilot study have been retained for the main study also. 
The secondary data pertaining to work performance of the two enterprises has been 
obtained from the shop floor documentations, maintained as part of ISO requirements, 
as both the firms are certified under ISO 9002. 
c. Data Analysis 
This Researcher has developed questionnaire on the four dimensions to measure 
work culture and the questionnaires were scored by standard approved procedure. 
Effort was made to ensure that items in the questionnaire are the satisfactory 
indicators of work culture and whether the items are capable of discriminating the 
high from the low criterion group of employees on the various dimensions. 
In order to ensure this, an item validity of questionnaire with reference to the 
present sample was undertaken. 
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3.7. ITEM POOL 
The pool for the item vaHdity analysis was confined to 40 items in Employee 
Commitment / Involvement questionnaire, 
34 items in Freedom of Work questionnaire, 
33 items in Nature of Supervision questionnaire and 
46 items in Reward Orientation questionnaire 
3.8. RELIABILITY 
To study the characteristics of the sample, mean, standard deviation and 
percentages were used. Scoring of each questionnaire was done on a 5 point rating 
scale. To establish the reliability of the questionnaire, we have used Split Half 
Method. Items of each dimension were split into two equivalent halves. The odd 
number consisted of one half and even numbers, the other half and correlation 
found for these half tests. From the reliability of the half test, the self correlation 
of whole test is then estimated by following Spearman - Brown prophecy formula 
2r —.r — 
2 2 
ri i i = 
- l . r l r ^ 
2 2 
where, 
rii = reliability co-efficient of the whole test 
rj „ = reliability co-efficient of the half test found experimentally 
3.9. ITEM SELECTION AND CONTENT VALIDITY 
The choice of the items in the questionnaire was based upon the judgement of five 
experts as to their suitability for the purpose of the test. Contents and adequacy of 
each item were validated by a panel consisting of five competent persons. 
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3.10. ITEM DIFFICULTY 
In this investigation, the item difficulty was determined by the number of 
respondents in the group who got the item right because this is the standard 
statistical method for determining difficulty in objective assessment. 
Correcting Difficulty Indices for Chance Success 
The formula used to correct the difficulty index of an item 
R-W/'(K-1) 
Pc= 
N-HR 
Where, Pc = the per cent who actually know the right answer. 
R = the number who get the right answer 
W = the number who get the wrong answer 
HR = the number of examinees who do not reach the item (and hence do 
not try it) 
K = the number of options of choices. 
3.11. BISERIAL CORRELATION METHOD AND J.C. FLAGNAN'S TABLE 
Item Validity 
The validity index of an item (i.e. its discriminative power) is determined by the 
extent to which the given item discriminates among the examinees who differ 
sharply in the function measured by the text as a whole. A number of methods 
have been devised for use in determining the discriminative power of an item. 
But Biserial Correlation is usually regarded as the standai'd procedure and we have 
adopted this method. This discriminative power (validity index) of each item is read 
directly from J.C. Hagnan's table. 
3.12. THE INSTRUMENTS 
To obtain empirical measures of the work culture, the following four factors were 
selected. 
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a. Commitment / Involvement 
b. Freedom of work 
c. Nature and extent of supervision 
d. Reward Orientation 
Under each factor, 30 Instruments were developed to measure the different 
dimensions of work culture. 
1. Instruments of Commitment / Involvement (Appendix I) 
2. Instruments of Freedom of work (Appendix II) 
3. Instruments of Nature and extent of Supervision (Appendix III) 
4. Instruments of Reward Orientation (Appendix IV) 
The instruments are in the form of simple statements aimed at ascertaining 
employee's perceptions of self, peer group, superiors, managers and organization. 
The respondents were asked to indicate their responses on a 5 point rating scale. 
3.13. THE SELECTION CRITERIA 
The criteria for the selection of factors were : 
1. Attributes that contribute towards a synergetic work culture. 
2. Attributes that are of equal concern for managerial and non-managerial employees. 
3. Attributes which are very closely associated to the day to day work of the 
employees so as to generate natural and spontaneous responses. 
3.14. THE EMPLOYEE COMMITMENT / INVOLVEMENT QUESTIONNAIRE 
(APPENDIX-1) 
The employee Commitment / Involvement questionnaire developed by the Researcher 
helps to measure the extent of commitment / involvement shown by the employees on 
the awareness of the company's annual targets, machine capacity, work plan, 
processing cycle and competencies. It contains 41 items relating to various aspects of 
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commitment / involvement. The items are in the form of simple statements 
phrased in terms of degree of awareness, degree of competence / short coming, 
degree of closeness of the work behaviour and degree of reaction, in a five point 
scale 1 to 5. The 41 items in the questionnaire aim to assess Employee Commitment / 
Involvement on four specific dimensions viz. 
- degree of the awareness which includes awareness of the company's 
annual targets, respective department's targets, capacity of the machines, 
work plan, processing style, competence of their colleagues, standards 
of quality required, rejections and delivery schedule. 
- The second dimension pertains to degree of competence / shortcomings, 
which includes competency of the superiors to reduce rejection rate, 
maximize capacity utilization and error rectification. 
- The third dimension relates to degree of closeness of the work 
behaviour which includes identification of wastages; bring them to the 
notice of the superiors, cost reduction schemes, overtime duty, 
absenteeism, innovative practices for productivity improvement and 
consultations among the peer group to improve job performance. 
- The fourth dimension relates to degree of reaction of the employees 
when the Company / Department achieve targets, sense of belonging 
and feeling proud of the Company. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the Table 3.9. 
3.15. FREEDOM OF WORK QUESTIONNAIRE (APPENDIX-1) 
The freedom of work questionnaire developed by the Researcher helps to measure 
the extent of freedom, available to the employee to take decisions on their own, to 
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take advice / opinions from others in the company, to adopt changes in work 
system / methods / technology, empowerment to act on their own in critical 
situations, and freedom to design and develop new things. It contains 29 items 
relating to the various aspects of freedom of work. The items are in the form of 
simple statements phrased to get responses of employee's perception. The respondent 
is asked to indicate his perception / reaction in a five point scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results of which are presented in the Table 3.9. 
3.16. NATURE AND EXTENT OF SUPERVISION QUESTIONNAIRE (APPENDEX-l) 
The questionnaire developed by the Researcher helps to measure the opportunities 
given to subordinates to update their knowledge and skill, information given 
to the employees regarding scope of job assigned, qualities to be achieved, 
cost limitations, delivery schedules, superior support, delegation of responsibilities, 
confidence of the superiors on the competency of subordinates, feedback system, 
absence of close supervision parameter and remedial measures. It contains 31 items 
relating to various aspects of nature of supervision. The items are in the form of simple 
statements phrased to assess the perception of the employees. The respondent is asked 
to indicate his perception / reaction in a five point scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the Table 3.9. 
3.17. REWARD ORIENTATION QUESTIONNAIRE (APPENDIX-1) 
The reward orientation questionnaire developed by the Researcher helps to 
measure the frequency of reward (for various achievements) mode of rewards, 
extent of encouragement to out-of-tum initiative, information systems, incentive 
schemes, and fulfillment of social responsibilities. It contains 46 items relating to 
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various aspects of 'reward orientation'. The items are in the form of simple 
statements phrased to assess the perception of employees in five point rating 
scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the Table 3.9. 
3.17.1. Administration of Employee Commitment / Involvement questionnaire 
The Employee Commitment / Involvement questionnaire was administered to the 
respondents individually and the following instructions were given. 'Please give 
your views on the factors listed below. There is no right or wrong answer. 
Your frank answers are the best. Your response will be kept confidential and will 
not be made available to your superiors. If any of the factors is not applicable to 
you please write : N.A. Please do not omit any time. 
i) Respond on the "degree of awareness" on a scale 1 to 5. 
1. Not at all 2. Heard superiors talking on this 
3. Aware of to a limited extent 4. Aware of to a large extent 
5. Fully aware 
(Please tick appropriate response against each) 
ii) Respond on the degree of competence on a scale I to 5. 
1. Below average 2. Average 3. Above average 
4. Good 5. Very Good 
iii) Respond on the degree of closeness of the work behaviour on a scale 1 to 5. 
1- Never 2. Rarely 3. Sometimes 
4. Frequently 5. Invariably / Regulariy 
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iv) Respond on the degree of reaction of the Employees on a scale 1 to 5. 
1. Never 2. Rarely 3. Sometimes 
4. Frequently 5. Invariably 
v) Respond on a scale 1 to 5 
1. Less than 50% 2. Between 50-75% 3. Between 75-85% 
4. More than 85% 5. 100% 
3.17.2. Freedom of Work Questionnaire 
The Freedom of Work questionnaire was administered to the respondents 
individually and the following instructions were given. Please give your views on 
the factors listed below. There is no right or wrong answer. Your frank answers 
are the best. Your response will be kept confidential and will not be made available 
to your superiors. If any of the factors is not applicable to you please write : N.A. 
Please do not omit any item. 
Respond on the degree of closeness of your response by marking on the 
scale 1 to 5. 
1. Quite False 2. False 3. Some what True 
4. True 5. Very True 
3.17.3. Nature of Supervision Questionnaire 
The absence of close supervision questionnaire was administered to each 
individual and the following instructions were given : 
Please give your views on the factors listed below. There is no right or wrong 
answer. Your frank answers are the best. Your response will be kept confidential 
and will not be available to your superiors. If any of the factors is not applicable 
to you please write : N.A. Please do not omit any item. 
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i) Respond on the degree of closeness of your response to the factors below 
with regard to your organization / work area concerned 
1. Never 2. Rarely 3. Sometimes 
4. Frequently 5. Always 
ii) Respond on the degree of closeness of your response to the factors below 
with regard to your organization / work area concerned. 
1. Quite False 2. False 3. Somewhat True 
4. True 5. Very True 
3.17.4. Administration of Reward Orientation Questionnaire 
The reward orientation questionnaire was administered to each individual and the 
following instructions were given : 
i) Give your response on a scale 1 to 5 to the following statements. 
1. Never 2. Rarely 3. Occasionally 
4. Frequently 5. Always 
ii) Respond on a scale 1 to 5 to the following statements. 
1. Quite False 2. False 3. Some what True 
4. True 5. Very True 
iii) Respond on a scale 1 to 5 to the following statements concerning your 
company or work 
1. Not at all 2. Little 3. Well 
4. Reasonably well 5. Fully well 
a. Scoring of the Employee Commitment / Involvement Questionnaire 
The employee commitment involvement questionnaire is scored by assigning 
values on a scale 1 to 5 for the responses given by the respondents. The total score 
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earned by an individual on the questionnaire indicates his level of commitment / 
involvement. Higher the score, higher the level of commitment / involvement. 
The maximum possible score in this questionnaire is 205. 
b. Scoring of Freedom of Work 
The freedom of work questionnaire is scored separately on a 5 print rating scale. 
1. Quite False 2. False 3. Somewhat True 
4. True 5. Very True 
The items numbered 3, 4, 5, 6, 9, 11, 12, 13, 20, 24, 25 and 26 belong to the 
freedom of work dimension. The items numbered 1, 2, 7, 8, 10, 14, 15, 16, 17,18, 
19, 21, 22, 23, 27, 28, 29 indicate superiors behaviour towards the workman and 
these two dimensions were scored separately. 
3.18,, MAIN SAMPLE FRAME 
We have selected a sample of 200 respondents randomly for the main study. 
The details of the sample are : 
Table 3.1 
Distribution of the sample frame 
S.No. 
1 
2 
Name of Enterprise 
Tatafone Ltd. 
m Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Total 
No. of Sample 
50 
50 
50 
50 
200 
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3.18.1. Characteristics of the Sample 
The main study sample were characterised with reference to their age; educational 
qualifications, categorization as Managerial and Non-managerial, Experience, 
change in jobs and promotions received. The mean and S.D. of the age of the 
sample is given in Table 3.2. 
Table 3.2. 
Distribution of the sample in terms of age 
s. 
No. 
1 
2 
Enterprise 
Tatafone Ltd. 
m Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
No. of years 
Mean 
44.29 
29.52 
48.80 
40.87 
S.D. 
8.42 
6.14 
4.86 
5.35 
Range 
30-60 
20-60 
30-60 
20-60 
The mean age of the Tatafone is comparatively lesser than the ITI. 
Table 3.3. 
Educational qualification of the respondents 
(in percentage) 
S.No 
1. 
2. 
Enterprise 
Tatafone Ltd. 
ITI Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
General 
33 
57 
24 
67 
Technical 
67 
43 
76 
33 
It is evident that the proportion of technocrats is slightly higher in ITI, in the 
managerial category whereas in the Non-managerial category the proportion of 
technically qualified persons is higher in Tatafone. 
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Table 3.4 
Distribution of the sample in terms of experience 
s. 
No. 
1 
2 
Enterprise 
Tatafone Ltd. 
m Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Mean 
18.2 
13.93 
27.50 
28.64 
'^o. of years 
S.D. 
7.58 
6.18 
4.30 
5.68 
Range 
10-35 
5-30 
20-35 
10-35 
The average experience in terms of number of years of the Tatafone employees is 
comparatively less than the ITI employees. 
Table 3.5 
Distribution of the sample in terms of change in jobs 
s. 
No 
1 
2 
Enterprise 
Tatafone Ltd. 
m Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Change 
No. of 
Sample 
15 
15 
20 
20 
Change 
No. of 
Sample 
35 
35 
30 
30 
Change (No. of 
items) 
1-2 
20 
20 
25 
20 
3-4 
15 
15 
5 
10 
4-6 
-
-
-
-
To tackle boredom, monotony and drudgery and also to infuse enthusiasm and 
initiative job rotation / job change is resorted to. Eventhough the average 
experience of managerial personnel in Tatafone is less (18.21 years) compared to 
ITI (27.5), the job rotation is more frequent in Tatafone vis-a-vis ITI. Further the 
number of times job change is also higher in the former, thus paving the way for 
more innovation and enthusiasm in the job, the employees undertake. 
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Table 3.6 
Promotions received 
s. 
No. 
1 
2 
Enterprise 
Tatafone Ltd. 
ITI Ltd. 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
No. of years 
Mean 
5.10 
4.84 
4.21 
3.39 
S.D. 
0.91 
1.04 
1.32 
1.64 
Range 
3-6 
3-6 
3-6 
3-6 
Eventhough the mean years of experience was low in Tatafone, the average 
number of promotions received is high both in managerial as well as in 
non-managerial categories indicating higher promotional opportunities. Vertical 
movement will act as an incentive for improved results. 
3.18.2. Interaction at the field 
The analysis of interaction at the field recorded with the help of check list 
revealed interesting findings. The subjects of the study were able to understand 
the instructions given for filling up the questionnaire. They also found the items in 
each questionnaire clear and unambiguous. The words and the sentences phrased 
were considered appropriate and conveyed the meaning purported to convey. 
The subjects were friendly, co-operative and did not take much time to complete 
the questionnaire. Thus the instructions used for the presentation of items were 
clear and unambiguous and the administration procedure used in the pilot study 
was found to be satisfactory. Hence it was decided that the same procedure could 
be applied to collect data for the main study. 
3.19. RELIABILITY CO-EFFICIENT OF THE QUESTIONNAIRE 
Reliability co-efficient test for the questionnaire used in the study was conducted 
by split half method. Items of each dimensions was split into two equivalent 
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halves. The odd numbers consisted of one half and even numbers, the other half 
and correlation found for these half tests. The procedure, in detail, is to make up 
two sets of scores by combining alternate items in the test. The first set of scores, for 
example, represents performance on the odd-numbered items, 1, 3, 5, 7 etc. and the 
second set of scores, performance on the even-numbered items, 2, 4, 6, 8 etc. 
Other ways of making up two half-tests which will be comparable in content, 
difficulty and susceptibility to practice are employed, but the odd - even split is 
the one most commonly used. From the self correlation of the half tests, the 
rehability coefficient of the whole test was estimated by the Spearman-Brown 
prophecy formula for estimating reliability from two comparable halves of a test, 
as stated under para 3 earlier. 
The reliability coefficient of the questionnaire are presented in the following 
table. (Details at Appendix 3). 
Table 3.7 
Reliability coefficient of the questionnaire 
S.No 
1. 
2. 
3. 
4. 
Dimension 
Employee Commitment / 
Involvement 
Freedom of work 
Absence of close 
Supervision 
Reward Orientation 
Correlation between 
Odd & Even split 
halves 
0.773 
0.876 
0.816 
0.809 
Reliability 
Co-efficient 
0.87 
0.93 
0.90 
0.89 
The results show that the dimensions used in the study have high reliability 
coefficient. This provides confidence that the instruments selected for the study 
will provide reliable measures of the variables taken up for investigation. 
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3.20. INSTRUMENTS OF WORK CULTURE 
In order to find out the most significant instruments from the item pool, factor 
analysis was carried out and the following two sets of factors were derived, the 
details of which are presented in Appendix. 
1. Principal Component Factors 
2. Varimax Rotated Factors 
3.21. LIMITATIONS OF THE STUDY 
L We have selected only two large firms in Electronic Equipments Industry. 
While generalising the results drawn from this study for other industries, 
it has to be done with caution. 
2. In this study, we have derived instruments for HRD with reference to 
Electronic Equipment Industry. Even though we are confident that the same 
instruments can be used for training, orientation, refresher and knowledge 
upgradation programmes in other industries / business, inclusion of peculiar 
characteristics if any, of the reference industry would enhance the suitability 
of the instruments derived. 
3. Assumption of homogenity of employees in sample selection is one of the 
limitations of the study. 
4. While constructing scales, though we have considered all relevant aspects, 
still some approximations might have crept in. 
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CHAPTER FOUR 
RESULTS AND CONCLUSIONS 
4.1. WORK CULTURE - ANALYSIS OF RESPONSES FROM EMPLOYEES 
This study aims at measuring the nature of prevailing work cultures in two 
organizations-namely; Tata Fone and ITI Ltd. The nature of culture synergetic or 
otherwise can be gauged through four dimensions of work culture, viz. Employee 
involvement / commitment; Freedom of Work; Nature of Supervision: close or 
open type and Reward Orientation. These four dimensions have been measured 
with the help of valid and reliable instruments that have been developed and 
standardized for this study. It is hypothesised that work culture contributes 
significantly for development and sustenance of work performance. 
The responses received on administering the Instruments among the employees in 
two organizations are analysed, using Frequency Distribution. The overall results 
are presented in Table 4.1 
Table 4.1. 
Total absolute scores of Tata Fone & ITI Ltd., 
Si. 
No 
I. 
2. 
3. 
4. 
Dimension 
Employee Commitment / 
Involvement 
Freedom of Work 
Nature of supervision 
Reward Orientation 
Total Score 
Tata Fone 
Ltd. 
14060 
14380 
12430 
13835 
ITI Ltd. 
12475 
13200 
10530 
11225 
Tata Fone's Score over 
and above ITI 
(in percentage term) 
12.6 
9.0 
18.0 
23.0 
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FIG. 4.1. 
SCORES EARNED BY TATAFONE RESPONDENTS 
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Table 4.1. reveals that larger percentage of employees in Tata Fone have the 
perception of sustaining high Involvement / Commitment and Freedom of Work and 
they perceive that the Nature of Supervision is very much open in the organisation 
vis-a-vis ITI Ltd. The perception of employees in Tata Fone, with respect to 
Reward Orientation is also positive in comparison to ITI Ltd. Thus the 
dimensions of work culture, which contributes towards a synergetic work culture, 
are deep rooted and widely prevalent in Tata Fone compared Ltd to ITI Ltd, thus 
leading to a better work culture in Tata Fone Ltd. 
The scores earned by Tata Fone Employees and ITI employees, separately under 
managerial and non-managerial category and under each of the four dimensions 
are given below: 
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4.2.1. Employee Commitment / Involvement 
Table 4.2 
Total Score: Response to 'Employee Commitment' 
Score 
<100 
100-110 
110-120 
120-130 
130-140 
140-150 
>150 
Total 
Mid 
Score 
100 
105 
115 
125 
135 
145 
150 
Managerial 
Tata Fone 
Response 
Frequency 
-
-
3 
9 
7 
16 
15 
50 
Total 
Score 
-
-
345 
1125 
945 
2320 
2250 
6985 
ITI 
Response 
Frequency 
-
17 
11 
11 
6 
-
5 
50 
Total 
Score 
-
1785 
1265 
1375 
810 
-
750 
5985 
Non-managerial 
Tata Fone 
Response 
Frequency 
1 
-
1 
7 
10 
3 
28 
50 
Total 
Score 
100 
-
115 
875 
1350 
435 
4200 
7075 
IT! 
Response 
Frequency 
1 
3 
12 
11 
6 
8 
9 
50 
Total 
Score 
100 
315 
1380 
1375 
810 
1160 
1350 
6490 
The total score of managerial employees with respect to Employee Commitment / 
Involvement in Tata Fone (Table 4.2) is 6985, which is higher than the total score of 
managerial employees in ITI Ltd., (5985). So also the total score of non-managerial 
employees in Tata Fone is 7075, which is more than the total score of 6490, obtained 
by the non-managerial employees of ITI Ltd. Thus the dimension of Employee 
Commitment / Involvement has deeper roots in Tata Fone vis-a-vis ITI. Greater 
percentage of employees both at horizontal and vertical levels in Tata Fone have a 
feeling of Commitment / Involvement compared to ITI Ltd. indicating a synergetic 
work culture in Tata Fone. 
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4.2.2. Freedom of Work 
Table. 4.3 
Total Score: Response to 'Freedom of Work' 
Score 
<100 
100-110 
110-120 
120-130 
130-140 
140-150 
>150 
Total 
Mid 
Score 
100 
105 
115 
125 
135 
145 
150 
Managerial 
Tata Fone 
Response 
Frequency 
-
3 
-
-
47 
-
-
50 
Total 
Score 
-
315 
-
-
7345 
-
-
7660 
m 
Response 
Frequency 
-
-
-
-
50 
-
-
50 
Total 
Score 
-
-
-
-
6750 
-
-
6750 
Non-managerial 
Tata Fone 
Response 
Frequency 
-
4 
-
-
40 
-
6 
50 
Total 
Score 
-
420 
-
-
5400 
-
900 
6720 
ITI 
Response 
Frequency 
-
10 
-
-
40 
-
-
50 
Total 
Score 
-
1050 
-
-
5400 
-
-
6450 
It is evident from Table 4.3 that the total score of managerial employees in 
'Freedom of Work' in Tata Fone is 7660, which is higher than the total score of 
managerial employees in ITI Ltd.; which is 6750. Similarly total score of 
non-managerial employees in Tata Fone is 6720, which is more than the total 
score of 6450, obtained by the non-managerial employees of ITI Ltd. Thus the 
dimension of 'Freedom of Work' is more deeply prevalent among the employees in 
Tata Fone, as against in ITI Ltd.; suggesting a synergetic work culture in Tata Fone. 
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4.2.3. Nature of Supervision 
Table 4.4. 
Total Score: Response to 'Nature of Supervision' 
Score 
<100 
100-110 
110-120 
120-130 
130-140 
140-150 
>150 
Total 
Mid 
Score 
100 
105 
115 
125 
135 
145 
150 
Managerial 
Tata Fone 
Response 
Frequency 
20 
10 
1 
-
1 
6 
12 
50 
Total 
Score 
2000 
1050 
115 
-
135 
870 
1800 
5970 
ITl 
Response 
Frequency 
44 
6 
-
-
-
-
-
50 
Total 
Score 
4400 
630 
-
-
-
-
-
5030 
Non-managerial 
Tata Fone 
Response 
Frequency 
10 
8 
3 
1 
-
10 
18 
50 
Total 
Score 
1000 
840 
345 
125 
-
1450 
2700 
6460 
rri 
Response 
Frequency 
6 
30 
-
14 
-
-
-
50 
Total 
Score 
600 
3150 
-
1750 
-
-
-
5500 
Table 4.4 presents the details of scores relating to 'Nature of Supervision'. 
The total score of managerial employees in Tata Fone is 5970, which is higher than 
the score of managerial employees in ITI Ltd. (5030). In the same vein, the total score 
of non-managerial employees in Tata Fone is 6460, which is more than the total score 
of 5500, obtained by the non-managerial employees of ITI Ltd. Thus the dimension 
'Open Nature of Supervision' has a deeper presence in Tata Fone, vis-a-vis ITI Ltd.. 
This again indicates synergetic work culture in Tata Fone. 
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4.2.4. Reward Orientation 
Table 4.5. 
Total Score : Response to 'Reward Orientation' 
Score 
<100 
100-110 
110-120 
120-130 
130-140 
140-150 
>150 
Total 
Mid 
Score 
100 
105 
115 
125 
135 
145 
150 
Managerial 
Tata Fone 
Response 
Frequency 
3 
3 
3 
10 
13 
5 
13 
50 
Total 
Score 
300 
315 
345 
1250 
1735 
725 
2200 
6870 
ITI 
Response 
Frequency 
25 
3 
13 
-
-
5 
4 
50 
Total 
Score 
2500 
315 
1475 
-
-
725 
600 
5615 
Non-managerial 
Tata Fone 
Response 
Frequency 
1 
3 
1 
10 
1 
10 
24 
50 
Total 
Score 
100 
315 
115 
1250 
135 
1450 
3600 
6965 
ITl 
Response 
Frequency 
28 
3 
3 
6 
6 
2 
2 
50 
Total 
Score 
2800 
315 
345 
750 
810 
290 
300 
5610 
The total score of managerial employees in respect of 'Reward Orientation' in 
Tata Fone is 6870, which is higher than the total score of managerial employees 
in m Ltd., (5615). So also the total score of non-managerial employees in 
Tata Fone is 6965, which is more than the total score of 5610, obtained by the 
non-managerial employees of ITI Ltd. Thus the dimension of Reward Orientation 
are prevalent in greater proportion in Tata Fone, as against in ITI Ltd accounting 
for a synergetic work culture in Tata Fone. 
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4.3. COMPARATIVE ANALYSIS OF WORK PERFORMANCE 
The second part of the proposition concerns the relative work performance in two 
Units. It is hypothesised that better work performance is expected from an 
organisation that has a synergetic work culture. In order to substantiate this 
proposition, it is imperative to collect information on the various dimensions of 
work performance, over a period of time. The data collected and tabulated for five 
years spread over 1996-97 to 2000-01 have been analysed on ten dimensions of 
work performance. It is then assessed whether an organisation having synergetic 
work culture records better performance. 
Table 4.6. 
Work performance in Tata Fone and ITI: 1996-2002 
SI. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7, 
8. 
9. 
10. 
Performance parameters 
Labour productivity (No. of 
instruments) 
Percentage Rejection 
Percentage Absenteeism 
Percentage OT wage 
Percentage Down time 
Percentage Delivery as 
per scfiedule 
Percentage of Employees 
Generating suggestions 
Percentage of Employees, 
subjected to disciplinary 
action 
No. of Accidents 
Percentage of Supervisors 
promoted 
2000-01 
TF 
6500 
2.5 
0.10 
0.79 
0.32 
95 
12.0 
1.5 
Nil 
20.0 
ITI 
5200 
6.0 
2.6 
3.0 
8.6 
100 
2.0 
3.0 
1 
8.0 
99-00 
TF 
7000 
3.5 
0.13 
0.87 
0.75 
90 
11.0 
2.0 
Nil 
25,0 
ITI 
5000 
8.0 
3.0 
4.0 
6.09 
100 
2.0 
4.0 
3 
9.0 
98-99 
TF 
6800 
7.0 
0.14 
0.87 
1.13 
90 
10.0 
1.0 
Nil 
20.0 
ITI 
4800 
9.0 
4.3 
4.3 
6.86 
100 
3.0 
4.0 
1 
6.0 
97-98 
TF 
5500 
8.0 
0.05 
0.71 
1.56 
85 
6.0 
2.0 
Nil 
15.0 
ITI 
4500 
11.5 
4.8 
8.0 
9.06 
100 
2.0 
5.0 
1 
6.0 
96-97 
TF 
5000 
10.0 
0.1 
1.02 
0.80 
90 
7.0 
2.0 
Nil 
20.0 
ITI 
4500 
13.0 
5.2 
8.0 
9.8 
100 
2,0 
6.0 
3 
5.0 
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4.3.1. The Analysis of Factors: 
i) Labour Productivity measured in terms of thousands of Telephone 
instruments per year per employee is given in SI. No. 1 of Table 4.6. 
FIG. 4.2. 
LABOUR PRODUCTIVITY 
96-97 97-98 98-99 99-2000 2000-01 
• IT I Ltd QTatoFone 
The Labour Productivity in Tata Fone is higher by 11%, 22%, 42%, 40% and 
25% respectively for the years 1996-97 to 2000-01 compared to ITI Ltd. It can be 
surmised that higher level of productivity at Tata Fone is due to the sustained 
synergetic work culture. The increase in Labour Productivity at ITI since 98-99 
needs further probing. This has been done in the latter part of this analysis. 
4.3.2. Details of Percentage Rejection of final products is given in SI. No. 2 of Table 4.6. 
FIG. 4.3. 
PERCENTAGE REJECTION OF FINAL PRODUCTS 
14 -p-
12 -
10 
I 8^  
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4 
2 
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96-97 97-98 98-99 99-2000 
QTataFone DITI Ltd 
Fig. 4.3 
2000-01 
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The average annual rejection at ITI Ltd. is 9.5 per cent but it is only 6.2 per cent 
in Tata Fone; thus indicating a better work culture. Eventhough both the Units 
have been improving on their quality systems; on an average for the 5 year period 
the percentage rejection is lower in Tata Fone. The gradual change in quality 
performance at ITI Ltd., since 1997-98 is due to competitive pressures. We have 
probed this issue further and the inferences are presented at the end of this chapter. 
Nevertheless, Tata Fone had been maintaining consistently a low percentage 
rejection, which again might be due to a sustained synergetic work culture. 
4.3.3. Percentage Annual Absenteeism (SI. No. 3 of Table 4.6) 
FIG. 4.4 
PERCENTAGE ABSENTEEISM IN ITI LTD., 
OVER TATAFONE 
96-97 97-98 98-99 99-2000 2000-01 
During the period of our analysis, the absenteeism, in Tata Fone remained almost 
steady at around 0.1% except for one year, when it was only 0.05% whereas in ITI 
Ltd., it was more; ranging between 2.5% and 5.1% indicating a higher absenteeism. It 
is to be noted that there was a gradual decline in absenteeism in ITI Ltd. from 5.2% 
to 2.6% the reasons for which are probed and the inferences presented at the end of 
the chapter. It is evident that, absenteeism in Tata Fone is much less than ITI Ltd, 
indicating a better work culture in Tata Fone Ltd. 
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4.3.4. Details regarding Overtime Wages paid to employees, as a percentage of the 
normal annual wages are presented in Sl.No.4 of Table 4.6 
FIG. 4.5. 
PERCENTAGE O.T. IN ITI LTD., OVER TATAFONE 
0 7 . 
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96-97 97-98 98-99 99-2000 2000-01 
On an average the OT expenses, at Tata Fone is 0.83% of normal wages, whereas it 
is 5.46% in ITI; indicating clearly that, Tata Fone presents a better record of 
performance on this account. However the OT payment in ITI Ltd., has witnessed 
a decline since 98-99, the reasons are explored later. 
4.3.5. Details of Percentage Down Time with reference to scheduled utilisation time of 
Machinery and Equipments are shown in Sl.No.5 of Table 4.6. 
FIG. 4.6. 
PERCENTAGE DOWN TIME IN ITI LTD., 
OVER TATAFONE 
96-97 97-98 98-99 99-2000 2000-01 
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It is evident that, the percentage down time in ITI Ltd., for the period is 7.48 
whereas in Tata Fone, it is 0.94 indicating better work performance in the latter. 
Again there is a declining trend in ITI during 1996 to 2001; the reasons are 
presented at the end of this section. 
4.3.6. Data relating to Percentage of Order Executions are presented below 
Table 4.7. 
Percentage of Orders Executed as per schedule 
UNIT 
m Ltd. 
TataFone 
96-97 
100% 
90% 
97-98 
100% • 
85% 
98-99 
100% 
90% 
99-2000 
100% 
90% 
2000-01 
100% 
95% 
It is seen that Tata Fone executed 90-95% of the orders on scheduled time; where as in 
rn Ltd., it is 100%. With reference to this indicator, ITI may appear to have a better 
work performance. But it is to be noted that ITI Ltd. gets its majority of orders from 
DOT, Government of India which gives sufficient cushion, to execute the orders. 
The delivery dates of Tata Fone are dictated by the open market. The lower 
performance of TataFone must be looked into keeping this particular context in mind. 
Keeping in view a demanding customer profile, TataFone has put up a reasonably good 
performance on this account. 
4.3.7. Percentage of Employees Generated suggestions 
Analysis of the suggestions received from the employees, reveals that during the 
period of the study, on an average 9.2% of employees gave suggestions at 
Tata Fone where as the suggestions received at ITI Ltd. is only from 2.2% of 
employees. This shows that the involvement of employees and hence their 
commitment to job is much better in Tata Fone. 
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The relevant data is given at SI. No. 7 of Table 4.6 
FIG. 4.7. 
PERCENTAGE OF EMPLOYEES GENERATING 
SUGGESTIONS IN IT! LTD., AND TATAFONE 
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4.3.8. Sl.No.8 of Table 4.6 indicates Percentage of Annual Disciplinary Actions, 
including punishments and warning notices against employees 
FIG. 4.8. 
PERCENTAGE OF EMPLOYEES 
AWARDED PUNISHMENT 
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Fig. 4.8 
The percentage of employees against whom disciplinary actions taken in ITI Ltd. was 
4.2%; whereas in Tata Fone, it was very low at 1.7%. Thus it is evident ihat there were less job 
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4.3.9. Number of Accidents Reported 
Table 4.8 
Number of Accidents per year 
UNIT 
m Ltd. 
TataFone 
96-97 
3 
Nil 
97-98 
1 
Nil 
98-99 
1 
Nil 
99-2000 
3 
Nil 
2000-01 
1 
Nil 
Being electronic units, the potential areas of accidents are limited to few work places. 
It is evident from Table 4.8 that TataFone has reported no accidents during the five year 
period, this again indicates a better record of performance. Elimination of 'accident' is 
indication of an involved work culture in TataFone. 
4.3.10. Proportion of Employees promoted, in each unit, in every year. 
Table 4.9. 
Employees Promoted Every Year 
UNIT 
m Ltd. 
TataFone 
96-97 
5 
20 
97-98 
6 
15 
98-99 
6 
20 
99-2000 
9 
25 
2000-01 
8 
20 
30 
25-
. 20-
0 
1 1 5 -
" 10 
5 
0-
FIG. 4.9. 
PERCENTAGE OF SUPERVISORS 
PROMOTED 
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The higher percentage of internal promotion of employees in Tata Fone (Table 4.9) is 
a definite indicator of the role of supervisors in creating higher employee 
Involvement / Commitment, better Freedom of Work at work place, Open 
Supervision and the approach of Reward Orientation. This record of promotion 
again indicates a synergetic work culture in TataFone. 
4.4. LIBERALISATION AND CHANGING CULTURAL ATTRIBUTES AT ITI LTD. 
During 1994-95, with the advent of liberalisation, the ITI Ltd., had its first shock 
when its quotation was restricted by DOT, for the supply of Village Telephone 
Exchange Systems. Till then, ITI had the monopoly of supply of Exchanges to 
DOT. This time, m ' s quotation was rejected since a private party quoted less 
than 30 per cent of the rate quoted by ITI Ltd. Infact ITI had to remain without 
sufficient orders for few months. This was a turning point in the life of the 
Company, which forced both the Management and Employees to look within on 
developing their competence, so that the Company may survive. The changed 
economic environment forced the employees to have a change in their mind set 
and forced the management too, to revive and develop better systems for bringing 
down cost of production, maintaining the required quality and to initiate actions to 
cope with market competition, as the Company had to look for customers, outside 
DOT. These initiatives had brought in a change in the work behaviour pattern of 
the employees at all levels, which are reflected in: 
a) Increase in labour productivity since 98-99 
b) Decrease in percentage rejection since 97-98. 
c) Decrease in percentage absenteeism since 97-98 
The above changes, though effected in view of environmental pressures, have 
resulted in some improvement in cultural attributes in ITI. There has been a 
distinct improvement in performance parameters also since 1997-98 in ITI Ltd. 
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4.5. CONCLUSION 
From the analysis of the data collected through the Instruments developed and 
standardized to measure work behaviour patterns of Involvement / Commitment, 
Freedom of Work, Nature of Supervision and Reward Orientation, it is 
established that, out of the two units, Tata Fone Ltd. has a synergetic work 
culture. It is further established that the Unit having a synergetic work culture has 
a better work performance, compared to the Unit not having a synergetic work 
culture. All the ten parameters of work performance, related to Tata Fone Ltd., 
viz; Higher Labour Productivity, Lower Percentage of Rejection; Lower 
Percentage of Absenteeism; Lower Percentage of Overtime, Lower Percentage of 
Down Time of Equipments / Machinery; Higher Percentage of Orders Executed 
as per Schedule, Lower Percentage of Disciplinary actions; Absence of Accidents at 
work place; Larger Percentage of Suggestions Received and Larger Percentages of 
Promotion of Employees, indicates a better record of performance in TataFone Ltd. 
vis-a-vis ITI Ltd. This amply substantiates the proposition that a synergetic work 
culture has a positive influence on work performance. Conversely the work 
performance suffers in units where the work culture is not synergetic. 
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ANNEXURE 4.1 
NOTES AND DISCUSSION ON WORK PERFORMANCE INDICATORS 
1. Following, were the Factors chosen as indicators of work performance in this 
study 
i. Employee Productivity: Output / Number of Employees. 
ii. Percentage Rejection. 
iii. Percentage Absenteeism of Employees - over & above eligible leave. 
iv. Overtime wages as a percentage of normal wages. 
V. Percentage down time of machinery viz. Scheduled utilisation. 
vi. Number of suggestions received in the work area to bring in improved 
effectiveness in the work process, 
vii. Number of Disciplinary Actions, 
viii. Number of Accidents Reported, 
ix. Percentage of orders executed, in time. 
X. Percentage of supervisors promoted. 
The performance on these dimensions had been assessed for a five year time 
frame (1996-2000). 
2. The rationale and criteria for selecting the above mentioned performance 
parameters are as follows: 
a. We have chosen the indicators which are directly related to the behaviour 
pattern of the employees at the work place rather than macro factors having 
environmental influence such as market demand, sales value, etc. 
b. Those indicators that are measurable and quantifiable. The measurement of 
indicators can be traced to the routine documentation in the work area. For 
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example, though 'cooperation' among employee is a positive work behaviour; 
but there is no documentary proof of the same. Hence we have chosen only 
measurable and quantifiable indicators. 
c. At times some indicators are measurable; however, the organisation may not 
have procedures for measuring performance on that account. For example 
'energy consumption', though measurable, no specific documentation exist to 
record energy consumption per unit produced or per equipment utilized or per 
employee in operation, etc. Therefore such indicators have not been chosen 
for want of documentary evidence. Similarly, for factors like performance of 
Supervisors, (managerial employees) no documentation is available on the 
time spent by them for 'actual supervision on the job' or for 'on the Job 
Training' or for 'giving instructions on the job' or for time spent for liasion 
with colleagues in other functional areas etc. The only documentation available is 
that of promotions given to the Supervisors, to take up higher responsibilities; 
based on the performance of his men. Hence promotion given to the supervisor 
has been chosen for measuring performance on that account. 
d. In respect of certain indicators, though documentation is available, such 
factors have been ignored; as the time and effort required to consolidate the data 
is not worth the effort. For example, late coming and 'early leaving' data are 
available; but this information does not have that indicative value as 
'absenteeism'. Hence 'absenteeism' has been chosen as a performance indicator. 
3. Relevance of the Indicators Chosen: 
i. Employee Productivity 
This is an important indicator of the performance of any group. It indicates the 
extent of utilization of various inputs such as: time, energy, material, etc.; the 
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larger the effective utilization of inputs, the higher the performance in terms of 
output. The effective utilization of inputs is an indication of the positive work 
behaviour among the employees. Thus the level of productivity in a work area is a 
comprehensive indicator of effectiveness of the employees. Overall positive 
behavioural disposition of employees make work culture of the organisation 
synergetic. This synergetic work culture results in high productivity also. 
ii. Percentage Rejection of the Final Products 
If the product at the final stage confirms to the quality norms laid down, it 
indicates that the work process, starting from the selection of raw material to the 
final output have been carried out with due care which indicates that the 
Employees at each stage have been motivated to contribute their share, to the 
work process. In such work environment, the level of awareness on the job 
aspects is high; the initiative of the employees are appreciated and encouraged, 
the employees have the freedom to work in their own style; the supervision is 
more facilitating rather than controlling and there is all-round recognition for any 
good work done in the work place. Therefore 'Percentage Rejection' has been 
considered as an useful indicator of employees involvement in their jobs and 
hence has been included for evaluation. 
iii. Percentage Absenteeism of Employees 
Employees normally avail eligible leave whenever occasion demands. Few 
employees, avail all eligible leave as a matter of right while few others limit their 
absence only when contingency arises and may not exhaust the full quantum of 
leave permitted. However, when employees feel like staying away from work just 
because leave is available in their credit, this attitude can be considered as a 
symptom of lack of Involvement / Commitment on the job. This tendency points 
towards regimentary type of work relationship - the Supervisor sitting on the 
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shoulders of employees and control each and every activity; no appreciation or 
recognition for doing a right thing in right time and in right quality. In such a 
work environment, one feels alienated, frustrated, antagonized and tries to put in 
the minimum needed just to maintain the employment. Such an employee slips 
into indebtedness, as he draws less and less amount every month. Indebtedness 
leads to vices, which again leads to more absenteeism. On the other hand, when an 
employee is involved / committed to his job, has the freedom of work; he is not 
subjected to regimentalism and gets appreciation and recognition for a good work 
done, the absenteeism tends to be low. Thus absenteeism is a good indicator of the 
prevailing culture in a work area. 
iv. Overtime wages as a percentage of normal wages 
There are two major reasons for the generation of overtime work. 
a. Lack of willingness on the part of employees to complete the jobs with in the 
schedule time. 
b. Frequent inflow of 'urgent' work' due to improper planning at the level of 
Supervisors and Managers. 
Willingness to complete each job within the scheduled time is often due to 
commitment / involvement of the employees. If the employee feels that he is 
'wanted'; he is committed to his work. When there is commitment, there is 
determination to complete the job as per schedule with out O.T. 
In an organisation where Supervisors / Managers spent most of their time in 
giving instructions on the minutest aspect of the job ignoring the potential 
competence of the employees; they have insufficient time to plan and organize the 
jobs. In such a situation, many jobs become 'urgent'; the completion of which 
necessitates OT work. There are situations where the label 'urgent' is needed for 
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the supervisor and employees, to get the job started seriously. Thus Non-urgent 
jobs become 'urgent' in due course. This situation arises due to improper 
monitoring and control of schedules by the Supervisors/Managers. 
Thus percentage of over time is one important indicator of the Involvement / 
Commitment by the employees and the nature of supervision prevailing at the 
work place. 
V. Percentage down time 
Down time of machinery and equipment is again a consequence of lack of 
commitment from the employees and want of proper and systematic planning by 
supervisors / managers. In most cases, it is observed that the increase in down 
time is a result of: 
a. Potential defects / deviations not noticed in time. 
b. Rectifying the defects only temporarily with some make shift arrangement 
without examining the whole problem, thus leaving the defects / deviations 
half done, leading to repetition of the same defects again in a more serious 
degree with accompanying prolonged down time. It is not uncommon to find 
that, employees with lack of commitment, rectify defects, with an eye not 
extending beyond their shift times. Such adhoc work behaviour is not 
observed among employees committed to their job. Such employees get 
involved in knowing the potential trouble points of the equipments / 
machineries and when ever the defect is noticed, they do a perfect job, so that 
the identified defects do not repeat in a reasonable period ahead. 
Down time is the result of improper planning of annual maintenance, overhauling-
relief to machinery / equipment, and improper planning in organizing spare parts 
and consumables in time. Often Supervisors/ Managers are busy in their day today 
work and thus they spent insufficient time in planning and organising work. 
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Thus, down time is also an indicator which could be used, to ascertain the quality 
of work behaviour pattern among the employees at the work place. 
vi. Adherence to delivery schedules 
Non adherence to delivery schedules is often observed in many organizations, 
especially in the manufacturing sector. Keeping up the delivery schedules 
necessitates smooth functioning of functional areas - starting form procurement of 
materials, work process, equipment / machine utilisation, quality control etc. 
Such work effectiveness can come from all sections of the employees, only if the 
conducive work behaviour pattern is widely prevalent across the cross section of 
the employees. Thus conforming to delivery schedule is an important indicator of 
the work culture in an organization. If delivery schedules are not adhered to, it is 
an indication of lack of a synergetic work culture in the organisation. 
vli. No. of suggestions received 
Existence of a suggestion scheme either formal or informal is an indication of a 
culture of 'Reward Orientation' in an organization. Suggestions given are 
invariably documented and processed in such organizations and hence 
data readily available. Innovative ideas / suggestions are generated in a work 
environment, where 
a. The Nature of Supervision is open, suggesting that opportunities are provided 
to employees to develop their competence. 
b. New ideas and innovative suggestions are welcomed and managers are willing 
to try out new ideas. 
c. The Freedom of Work enjoyed by the employees motivate them to overcome the 
hurdles in the way of doing a better job-in respect of time, material, energy 
quality etc. 
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d. The Commitment of employees, to their jobs also make them to take 
determined efforts to improve a process, reduce wastage, enhance quality etc; 
and this determination too brings out innovative and creative ideas presented 
in the form of suggestions. 
Thus, suggestions received are an indicator of conducive work environment. 
viii. Number of disciplinary actions 
It is gathered during three decades of industrial experience of the Research 
Scholar, that 20 per cent of the disciplinary actions on employees in organizations 
are related to inherent unsocial traits like dishonesty, theft, violence etc. And the 
remaining 80 per cent of disciplinary actions are job related - insubordination; 
non compliance of instructions; habitual late coming; habitual absenteeism; 
unconcern to the job entrusted, resulting in consistent overshoot of norms laid 
down, casual attitude towards job resulting in making incorrect measurements, 
incorrect reading of drawings / specifications leading to wastage of material and 
rejections etc - these errors are 'man made' and is consequent to the 'mindset' of 
the employees, developed in response to the work behaviour pattern, prevailing in 
the work place. Unconcern for the job or an attitude of 'casualness' are for want 
of Commitment / Involvement of the employees in the work process. Such 
demotivated attitudes result from regimented work systems, without freedom of 
work and the assumed role of supervisors as 'Ring masters' rather than 
facilitators. In such situations any good work done by any employee, the credit is 
taken by the Supervisor and all 'inefficiencies' are passed on to the subordinates. 
As a logical consequence, indiscipline is generated in such work environment. 
Thus, the number of cases of indiscipline in a work place is a factor that gives an idea 
about prevailing work culture in an organisation. 
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Ix. Nature of Accidents in the work Area 
Accidents are invariably recorded and documented, on account of statutory 
compliance and are a valuable data source. Accidents occur due to lack of 
conscious effort by the Employees and Supervisors / Managers. This might be 
again due to lack of commitment to ones' job, casual attitude and approach to 
work; want of proper planning and organizing infrastructure facilities as per 
safety measures; want of monitoring and control instructions given on safety 
matters etc. These constitute general non-motivating work environment, resulting 
from a prevailing work behaviour pattern, non-conducive to keep up the morale 
and motivation of the employees. The casualness and non-involvement of the 
employees fail to create the needed alert when employees are near the accident 
prone location fail to check the safety procedure before starting and stopping a 
job; fail to convey instructions for immediate / urgent actions to keep away an 
accident; fail to develop a positive attitude towards utilizing / using safety wears 
both for men and machines / equipments. 
Thus accident rate is a factor, indicating conducive work behaviour pattern of 
employees. 
X. Promotion of Supervisors 
This factor is one which is definitely recorded and documented and unlike in the 
upper levels of management, promotion at this level is generally based on merit 
and work supervisors are the controlling authorities nearest to the work place. 
The Supervisor is to a large extent, responsible to create a motivating work 
environment; providing freedom of work and providing opportunities for growth 
and building competence by permitting to take responsibilities on job. 
The supervisor is also a person to administer reward orientation schemes. 
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generating and sustaining an attitude of appreciation and recognition of good 
work done in the work place. His contributions are to be seen in totality and his 
merit is measured on evaluating the wholesome culture he develops and sustains 
among the work force. Supervisors, who achieve such wholesome development, 
are found to have merit for promotion. Higher percentage promotion of 
Supervisors is a factor indicating the prevalence of a synergetic work culture. 
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CHAPTER FIVE 
MAJOR HIGHLIGHTS OF THE STUDY AND RECOMMENDATIONS 
5.1. HIGHLIGHTS 
This study projected the conceptual differences between organisational culture 
and work culture, later being a subset of the former. Four dimensions of work 
culture, viz: Employee commitment / involvement. Freedom of work. Nature of 
Supervision, and Reward orientation were identified and instruments developed to 
measure these dimensions; the instruments having been tested for reliability and 
validity. In the process, the study identified training instruments for HRD, covering 
the four dimensions that if used, could contribute to work culture. The instruments 
developed to measure work culture were administered to study employees' 
perceptions on the four dimensions of work culture across two work groups chosen 
from rr i Ltd., and TataFone Ltd., and the study revealed synergetic work culture in 
TataFone Ltd, and it ensured better work performance in that organization, leading us 
to infer that synergetic work culture had a positive influence on performance. 
5.2. RECOMMENDATIONS 
Based on Factor analysis using Principal Component Method and Varimax 
Rotation of the responses of the employees, recommendations have been proposed 
in this study. These recommendations are based on the loadings obtained by the 
respective statements and classified (Garret-1986) as High loading (above 0.70); 
moderate loading (0.5 to 0.7) and low loading (below 0.5). The statements classified 
under low loading are not considered as instruments for HRD. 
5.3. EMPLOYEE COMMITMENT / INVOLVEMENT 
The question relating to the nature of commitment/involvement among employees, 
raised earlier was attempted to be answered by subjecting the items of the 
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commitment / involvement questionnaire for content analysis followed by factor 
analysis. The details are as follows: 
5.3.1. Content analysis 
Thirty items of the employee commitment/ involvement for employees provide a 
synoptic description of the significant aspects of commitment / involvement 
observable among employees. It is found that desire to share the work burden 
(0.91), remedial measures to reduce wastages (0.77), awareness of the 
competencies available (0.77), awareness of the problems with the equipment / 
machinery (0.63), awareness on the short comings / likely deviations (0.60), 
awareness of the overall delivery schedules (0.56), sharing the skills with their 
colleagues (0.63), desire to look for knowledge which will improve their job 
performance (0.56), desire to clock higher working time (0.54), feeling glad on 
the achievement of the Dept / Company (0.48), bringing to the notice of the 
superiors the scope for cost reduction (0.52), awareness of the raw material 
quality required (0.48), awareness of the time needed to rectify the faults (0.40), 
and awareness of the respective departments' targets (0.44) are the major aspects 
indicated both by the managerial as well as non. managerial personnel. In other 
words, we find "awareness" aspect is conspicuously widespread across the respondents 
followed by fault rectification, cost reduction, sharing the work burden and feehng glad 
on the achievement of the Dept. / Company. 
It is evident that all the respondents are aware of more than what they are 
expected to know in the normal course of their routine working and the level of 
awareness is also very high. Next comes the fault correction and fault 
rectification attitude. The validity rating is significantly high in this dimension 
also. Sharing the scope for cost reduction takes the third position followed by 
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sharing the work burden and feehng glad on the achievement of the Dept/ 
Company. It is interesting to note that sharing the colleagues' work burden is very 
sublime and not rated high. 
The items removed for want of validity are: knowledge regarding the overall work 
processing, discussing the work plan prior to implementation, working over time 
to complete the assignment, taking "off" during official hours, discussion and 
exchange of information for the overall improvement of the work area and 
superiors seeking the view of the subordinates. 
From the results presented above, the following instruments are drawn for 
a. Training purposes 
b. Testing purposes to sustain and develop work culture and 
c. Management focus 
5.3.2. Training instruments 
Whenever new recruits are trained, or refresher / orientation courses are arranged 
for the existing employees, the training module should contain the following 
instruments of commitment / involvement. 
5.3.3. Awareness Dimensions 
Make the employees aware of the following information. 
1. Company's targets / departments targets (0.9) 
2. Work plan in their respective departments (0.8) 
3. Competence of their colleagues (0.71) 
4. Time needed to rectify each fault in the machinery / equipment (0.75) 
5. Short comings / likely deviations in the job plan given by their superiors (0.70) 
6. Delivery schedules of the department (0.87) 
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From the results presented above, the following instruments are drawn for 
1. Training purposes 
2. Testing material and 
3. Management focus to sustain and develop work culture. 
5.4.2. Training Instruments 
Whenever new recruits at the supervisory / manager levels are trained, or refresher 
/ orientation courses are arranged for the inservice managerial cadre employees, the 
training module should contain the following instruments of freedom of work. 
5.4.3. Supervisory / managerial dimension : Role of the manager / supervisor 
1. Adherence to the duties and responsibilities prescribed for each employee 
(Avoidance of adhocism and ensuring definiteness and certainty) (0.74) 
2. Not to change the work plan of the employees frequently (0.75) 
3. Not to overrule the decision taken by the subordinates without convincing 
them the need for the same (0.65) 
4. No unnecessary interference in the duties and responsibilities of the subordinates 
(Avoidance of policing) (0.63) 
5. Superiors should clarify willingly when the subordinates seek clarifications on 
the decision taken by them [should not view as insubordination when the 
subordinates seek clarification on the decision taken] (0.50) 
6. Superiors should not enjoy themselves the common facilities made available 
for the section / department (0.67) 
7. If subordinates point out the mistakes of the superiors the same is not viewed 
as misconduct (0.67) 
8. Superiors do not make commitment on matters connected with jobs, without 
consulting respective employee (0.52) 
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9. Superiors tolerate the subordinates directly talking to the management (0.60) 
10. Superiors tolerating and appreciating the laurels earned by the subordinates (0.53) 
11. Willingness to share the common facilities enjoyed by the superior (0.58) 
5.4.4. Freedom dimension 
This dimension involves freedom 
1. To adopt changes in the work systems / methods / technology without 
affecting co-system / finance (0.81) 
2. To take advices / opinions from any one in the organisation in the context of 
their job (0.67) 
3. To contact their counter parts in other sections to expedite their jobs (0.54) 
4. To work in their own individual style, within the broad framework of the 
company (0.59) 
5. To oblige others in the overall interest of the company (0.55) 
6. To be on their own in the work area (0.58) 
7. Discretion to make use of the talents available at the work place (0.55) 
5.4.5. Opportunities dimension 
1. Opportunities to discover, develop and design new things (0.61) 
2. To make use of all their skills and knowledge (0.52) 
3. To look for improved methods / systems in their work place (0.55) 
5.4.6. Positive features 
1. Job satisfaction because of freedom they enjoy (0.70) 
2. Feeling proud in discharging their duties and responsibilities (0.50) 
3. Commanding respect in their work place from colleagues / counter parts (0.50) 
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5.4.7. Management focus 
1. Management should periodically arrange refresher / orientation programmes 
both for the managerial as well as non-managerial personnel and in the course 
module, supervisory / managerial dimensions identified by this study must 
find a place. 
2. Management must periodically ensure the availability of at least these 
freedoms to the employees and check the inclusion of these dimensions in the 
orientation module to the supervisory / managerial personnel. 
3. Management must also provide the opportunities identified under the 
"opportunities dimension" to the energetic and enthusiastic employees to 
innovate and excel. 
4. If these instruments are duly incorporated, no doubt the positive features will 
prevail in the organisation paving the way for better performance in a cordial 
environment. 
5.5. NATURE OF SUPERVISION 
The issue regarding the nature of supervision was tested by subjecting the items 
of the Nature of Supervision questionnaire for content analysis followed by factor 
analysis. The details are as follows. 
5.5.1. Content analysis 
Thirty items of the Nature of Supervision provide a synoptic description of the 
significant aspects of Nature of Supervision in the organisation. Close supervision 
or close policing is an indication of lack of faith in the competence or honesty or 
integrity or capability of the employee and will be resented squarely by sincere 
employees. Further, it will demotivate and impair commitment / involvement. 
Hence absence of close supervision or minimum supervision is considered one of 
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the dimension which will encourage the employees to contribute positively and 
intum sustain and develop work culture in an organisation. It is found that 
supervisors spending more time for planning and development with regard to the 
jobs to be carried out (0.88), no interruptions in the normal working in the case of 
absence of supervisor (0.74), very rarely subordinates absent from duties without 
informing superiors (0.70), subordinates are told of the delivery schedules (0.70), 
subordinates are told of the quality standards to be achieved (0.63), superiors call 
for explanations for any deviations (0.60), always one or two subordinates down 
the line to take over the position of the supervisor (0.60), subordinates have the 
feeling of self responsibility for the quality and output (0.54), opportunities are 
given to update their knowledge and skill (0.52), subordinates are told on the cost 
limitations of the job (0.52), new hands are given job training by the senior / 
experienced old hand (0.52), cost reduction is not considered as the concern of 
"Boss " alone (0.48), wherever possible subordinates make alternate arrangements 
to carry out work (0.48), superiors reluctant to delegate authorities which affect 
smooth working (0.47), superiors spend less time in giving instructions (0.47), 
superiors act promptly where remedial measures are beyond the scope of 
subordinates (0.46), superiors not fully utilising the competence of subordinates 
(0.43), superiors utilising the common facilities sparing very little for 
subordinates (0.43), superiors do not shoulder over all accountability in case of a 
crisis (0.42), delegation of responsibility (0.42), feedback mechanisms (0.40), 
superiors work as motivators / facilitators and not as fault finders (0.40), 
welcoming suggestions in the context of bettering performance (0.40) are the 
major aspects indicated by the managerial as well as non-managerial personnel. 
The analysis shows that "superiors behaviour" aspect is rated very high and is 
fairiy widespread across the respondents followed by "information aspect". 
Having faith on the subordinates, delegation of authority, feed back mechanism 
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and welcoming suggestions to better performance are also rated high in the 
validity index. It is evident that "superior's behaviour" dimension has secured the 
highest validity index in the analysis and most of the respondents opine that 
superiors work as motivators / facilitators will sustain and improve work culture 
and will enable to contribute positively to output. 
Next comes the information aspect. Information regarding delivery schedules, 
quality standards, feeling of self responsibility, cost limitations, freedom and 
opportunities to introduce innovations have also secured high validity ratings. 
Superiors using the common facilities, superiors not shouldering overall 
accountability in crisis, delegation of authority and responsibility are sublime and 
rated moderately in the validity index. 
Only two items viz., superiors do not sit on the shoulders of the subordinates to 
see that the work is carried out (0.25), conflicts between superiors and subordinates 
concerning work related activities (0.20) were removed from the analysis for want 
of validity. 
From the results presented above, the following instruments are drawn for 
a. Training material 
b. Testing inventory and 
c. Management focus to sustain and develop work culture. 
5.5.2. Training instruments 
Whenever new recruits at the supervisory / managerial levels are trained or 
refresher / orientation courses are arranged for the in service managerial / 
supervisory cadre employees, the training module should contain the following 
instruments relating to Nature of Supervision. 
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5.5.3. Information aspects 
Clear and unambignous information regarding 
1. Delivery schedules (0.79) 
2. Penalties involved for delayed deliveries (0.79) 
3. Standards of quality to be achieved (0.65) 
4. Scope of the job assigned to them (0.55) 
5. Every minutest details of the job (0.55) 
5.5.4. Superior behaviour / attitude 
1. Whenever new job is carried out the superior is readily available till such time 
the subnordinate is ready to take up the job independently (0.69) 
2. Superior spend minimum time in giving instructions (0.60) 
3. Minimum time for on the spot supervision (0.62) 
4. Superiors spent maximum time for planning and development activities (0.73) 
5. Having confidence and faith on the competence of the subordinates (0.55) 
6. Superiors act promptly on getting feed back and remedial measures taken 
(0.62) 
7. Should shoulder over all accountability in case of a crisis (0.51) 
8. Delegation of responsibility with authority (0.70) 
9. Reluctance to delegate authority (0.62) 
5.5.5. Subordinates behaviour / attitude 
1. In the absence of superior, subordinates make alternate arrangements to carry 
out urgent work (0.60) 
2. Subordinates see that the targets are achieved even in the absence of superiors 
(0.64) 
3. Wastage is not the concern of Boss alone (0.60) 
4. One or two down the line to take over the position of the superior (0.61) 
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5. Subordinates give feedback for monitoring (0.61) 
6. Ensuring no interruption in the normal working (0.66) 
7. Having the feeling of self responsibihty for quality and output (0.66) 
5.5.6. Opportunities 
1. Subordinates are given opportunities to update their knowledge and skill (0.54) 
5.5.7. Others 
1. Superiors holding all the authorities (0.62) 
2. Conflicts between superiors and subordinates (0.64) 
5.5.8. Management focus 
Management should focus on the following 
1. Periodical orientation programmes especially for the supervisory / managerial 
cadre level employees and inclusion of these instruments in the training module. 
2. Ensuring the delegation of authority while delegating responsibility. 
3. Provision of sufficient opportunities for the energetic and innovative subordinates 
4. Effective feedback mechanism and remedial action taking unit and 
5. Conflict solving mechanism. 
5.6. REWARD ORIENTATION 
The question relating to the nature and extent of reward orientation raised earlier 
has been answered by subjecting the items of the reward orientation questionnaire 
for content analysis followed by factor analysis. 
5.6.1. Content Analysis 
Thirty items of the reward orientation profile provide a synoptic description of the 
significant aspects of reward orientation observable in the organisation. It is found 
that company promotions have to be earned on merit (0.85), reward for house 
keeping (0.81), encouragement to higher academic studies (0.78), reward for eariy 
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project completion or cost reduction (0.75), reward for general proficiency (0.75), 
reward for energy economy (0.75), reward for higher contribution (0.72), 
incentive for higher productivity (0.70), encouragement to discuss improvement 
plans (0.70), award for high attendance (0.68), recognition for additional 
qualifications (0.67), monitoring of the energy consumption (0.67), monitoring of 
accidents (0.63), orientation programmes (0.63), recognition for winning prizes in 
the competition (0.63), award for minimum rework (0.63), efficacy of reward 
schemes (0.60), preference for internal candidates (0.60), reward for low 
accidents (0.60), High employee morale (0.56), high concern for safety (0.56), 
keeping the external expertise to the minimum (0.52), efficacy of incentive schemes 
(0.52) and pat on the back for additional work (0.48) are the major aspects indicated 
both by the managerial as well as non-managerial personnel. In other words, we find 
'reward' aspect is widespread across the respondents followed by HRD, monitoring 
of accidents, concern for energy economy, efficacy of incentive schemes and due 
recognition for good work done by the employees. The analysis shows that 'reward' 
based on merit is rated very high followed by reward for house keeping and 
recognition for additional qualifications. Monitoring energy consumption, accidents 
monitoring, orientation programmes, efficacy of reward schemes and preference for 
internal candidates in promotions are also rated high in the validity index. Majority of 
the respondents believe that promotions based on sheer merit will improve work 
culture and motivate the employees contribute positively to output. 
Based on the results presented above, the following instruments are drawn for 
a. Training purposes 
b. Orientation inventory 
c. Tesfing material and 
d. Management focus, to sustain and develop work culture. 
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5.6.2. Management Focus 
1. Employees who win prizes in competitions are recognized (0.75) 
2. Award for high attendance (0.73) 
3. Reward for minimum rework or rejection (0.52) 
4. Reward for bringing down accident rate consistently (0.52) 
5. Recognition for additional qualifications (0.62) 
6. Reward for good house keeping (0.51) 
7. Implementation of suggestion scheme - mere placing of suggestion box won't 
do. Management should invite pointed suggestions on important issues (0.61) 
8. Monitoring accidents (0.55) 
9. Reward for less energy consumption (0.62) 
10. Reward for early project completion / cost reduction (0.53) 
11. Incentive scheme is working well (0.66) 
12. Encouragement to higher academic studies (0.63) 
13. Pat on the back for additional work / responsibility (0.53) 
14. Preference for internal candidates in promotion (0.55) 
15. Reward for higher contribution (0.53) 
16. Reward for good suggestions by the employees (0.64) 
5.7. REWARD ORIENTATION 
1. Willingly discussing improvement plans with subordinates (0.53) 
2. High concern for safety (0.68) 
3. Monitoring accidents (0.55) 
4. Monitoring energy consumption (0.61) 
5. Employees work on their own conviction 
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5.8. CONCLUSION 
Though there are number of instruments to measure organisational culture, no 
systematic study is available on work culture. This study was under taken to fill 
this gap and we have developed instruments on four dimensions exclusively to 
focus on work culture. The reliability and validity of the instruments were tested 
with reference to pilot sample and the responses of the main sample were used to 
draw the most significant instruments under each dimension. 
We have fairly succeeded in identifying the vital instruments of work culture and 
they are extracted out through Factor Analysis in each section. If the management 
concentrates on these instruments, they will develop and sustain work culture in 
any organisation. 
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CHAPTER SIX 
DIRECTIONS FOR FUTURE RESEARCH 
6.1. In this study, it has been brought out that, an organisation having widely 
distributed and sustained synergetic work culture will have a better work 
performance too visa viz. another organisation having a soft work culture. 
6.2. A culture to take roots and sustain beyond temporary adverse situations created by 
an ineffective CEO, or complacency brought in by business success or by 
business shocks on changed market conditions or technology; it is necessary that 
the desired culture should not limit itself to one or two organisations. But its is 
necessary that the desired culture shall become widely and deeply penetrated 
across the work force in the whole of the industry, in the whole of the business 
region, in which the industry is a part. In order to have such a cultural penetration 
and sustenance; 
6.2.1. It is necessary to conduct studies in other sectors of Industry like Engineering 
Industry, Process Industry, Textile Industry etc. as the present study is confined to 
electronic industry. Perhaps, the employees in these industries too may perceive 
the four dimensions of work culture chosen for this study, on similar lines, as 
perceived by the employees in this study. However, this is to be validated in 
future studies. 
6.2.2. In the present study, only four dimensions, viz.. Employee Involvement, Freedom 
of Work, Nature of Supervision and Reward Orientation are subjected to analysis. 
In a work situation, there are good number of other patterns of work behaviour 
like co-operation with colleagues and superiors; empowering, centralisation of 
authority, delegation process, sharing of the gains of higher productivity, 
employee orientation versus job orientation, consistency versus inconsistency in 
decision making, nature of instructions (Clear versus Vague), utilisation of 
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employee potential / opportunities for personal development, type of decision 
making process etc. Such prominent work behaviours are to be identified and the 
degree and extent of their influence on work performance are to be measured, in 
future studies. 
6.2.3. In this study instruments of only four dimensions have been developed, tested and 
validated, to measure the four dimensions of work culture. A similar process is to 
be repeated to develop Instruments to measure the attributes of other behaviour 
patterns, having to play a role in shaping the work culture. Thus developing 
additional Instruments is a significant part of future work. 
6.2.4. Training Instruments are developed in this study in respect of the four dimensions 
chosen. However, inorder to have an overall HR development, it is necessary to 
develop training instruments, in all the dimensions, that have a bearing on shaping 
the work culture in the organisation. Thus development of training, instruments 
and simultaneously identifying management focus areas are of particular interest 
in future studies. 
6.2.5. In this work, the parameters identified as reflecting work performance are: Labour 
productivity. Percentage rejection, Percentage absenteeism. Over time wages, 
Down time of machinery. Delivery schedules. Innovations, Disciplinary actions, 
Accident rate and Promotions given to Supervisors. A good number of other 
parameters of work performance, such as Multiskill among employees. Vertical/ 
Horizontal placement of employees. Wastage control, Energy conservation, 
Consumption of consumables. House keeping. Time spent for supervision of jobs, 
Inventory of tools and materials etc. depending on the nature of product / process 
carried out could be measured for assessing performance. Such comparative studies 
on work performances can be major class of studies in future. 
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6.2.6. In short, the future studies need to focus on 
a. Identification of all relevant and significant dimensions of work culture, as 
applicable to different work situations. 
b. Establishing the influence of such identified dimensions on the work 
performances. The performance parameters to be identified and selected for 
different types of work situation. 
c. Developing instruments to measure the attributes of different dimensions 
identified and presumed to have influenced on the work culture. 
d. Developing Training Instruments for HRD, in respect of those dimensions 
having proved to significantly contribute to the development of the work 
culture. 
e. Consolidate and bringout the areas of management focus, for decision making 
and activising employee behaviour patterns so as to develop and sustain a 
synergetic work culture in organisations. 
Thus, the present study gives sufficient directions for future research in order to create 
synergetic work culture across the work force in any industry or business sector. 
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APPENDIX - 1 
VALIDITY OF THE INSTRUMENTS 
A.1.1. The Instruments 
The Employee commitment / Involvement inventory, Freedom of work questionnaire, 
Nature of supervision questionnaire and the Reward orientation inventory used for the 
pilot study were retained for the main study also to collect data on the above four 
dimensions. 
A.1.2. Statistical Analysis 
The data collected through the administration of the questionnaire were scored by 
standard approved procedure. Data was analysed with regard to the objectives of 
the main study. The characteristics of the sample used in the pilot study are 
presented in the Chapter on Research Methodology, to provide backdrop for the 
main study. 
A.1.3. Adoption of the Questionnaire Developed to Assess Work Culture 
The Researcher has developed questionnaire on the four dimensions to measure 
work culture. In order to ensure - whether these items are the satisfactory 
indicators of work culture and whether each item in the questionnaire is capable 
of discriminating the High from the low criterion Group of employees on the 
various dimensions, an item validity of questionnaire with reference to the present 
sample was undertaken. Details of this analysis are as follows : 
A.1.4. Item Pool 
The pool for the mean validity analysis is confined to the 
40 items obtained in Employee commitment / Involvement questionnaire 
34 items obtained in Freedom of work questionnaire 
32 items obtained in Nature of supervision questionnaire and 
46 items obtained in Reward orientation questionnaire 
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A.1.5. Sample Used for Item Validity Analysis 
The sample that is used for item validity analysis comprises of two hundred 
employees of Two enterprises (Tatafone 100 + ITI100). 
A.1.6. Reliability 
Reliability Test for the above questionnaire was done by Split half method and the 
results are presented in Appendix 2. 
A.1.7. Item Selection and Content Validity 
The choice of the items in the questionnaire was based upon the judgement of five 
experts as to their suitability for the purpose of the test. Contents of each items 
was validated by a panel consisting of five competent persons working in the area 
of woric culture and performance appraisal, and they approved the adequacy of the 
material included. 
A.1.8. Item Difficulty 
The difficulty of an item may be determined in several ways: 
1. by the judgement of competent people who rank the items in order of 
difficulty, 
2. by how quickly the item can be solved and 
3. by the number of examinees in the group who get the item right. 
In this investigation the item difficulty was determined by the third method ie. the 
number of respondents in the group who got the item right, because this is the 
"standard" method for determining difficulty in objective assessment. Further it is 
statistical as contrasted with the judgement approach of the first two methods of item 
validity (Gareet, 1986). 
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Other things being equal, items of moderate difficulty (40-50-60% passing) are to 
be preferred to those which are much easier or much harder. 
Correcting Difficulty Indices for Chance Success 
It is important to try to estimate the number of examinees who get the right 
answer through correct knowledge or correct reasoning and to rule out answers which 
are based upon guess work. In correcting for chance success, we assume that 
a. wrong answers are due to absence of knowledge and that 
b. to one who does not know the right answer, all of the response options are 
equally attractive. Under these assumptions, it is reasonable to expect 
some of those who really did not know the right answer selected it by 
chance. The formula we have used for correcting the difficulty index of an 
item for chance success is as follows: 
R ^ (•^ - •> 
N - HR 
(to correct difficulty index for chance success). 
Where Pc = the percent who actually know the right answer 
R = the number who get the right answer 
W = the number who get the wrong answer 
HR = the number of examines who do not each the item (and hence do not try it) 
K = the number of options or choices 
(Note : Key response for each item is considered as the right answer) 
The corrected value of the difficulty index is, to be sure, an approximation; but it 
probably gives a more nearly a true measure than does the experimentally 
obtained percentage. 
I l l 
A.1.9. Item Validity : The Validity index : 
The validity index of an item (i.e. its discriminative power) is determined by the 
extent to which the given item discriminates among examinees who differ sharply 
in the function (or) functions measured by the test as a whole. A number of 
methods have been devised for use in determining the discriminative power of an 
item. But Biserial Correlation is usally regarded as the standard procedure in item 
analysis and we have adopted this method. Biserial 'r' gives the correlation of an 
item with total score on the test. One method of determining validity indices, much 
favoured by test makers, set up extreme groups in computing the validity of an item. 
The procedure that we have followed is described here (considered as one of the best 
among the several methods, (Garret, 1984). 
1. Arranged the test papers in order to size for test score. Put the paper with the 
highest score on top. 
2. Counted off the top 27% of paper and the bottom 27%. It has been shown that 
the discriminative power of an item is most accurately determined when item 
analysis is based on the top and bottom 27 per cent rather than some other 
percentage of the distribution, Garret (1986). 
3. This puts 54 papers in the first pile and 54 in the second, layed aside the 
middle 92 papers. These are used simply to mark off the two end groups. 
4. Tallied the number in the group which passed each item on the test; and the number 
of the bottom which passed each item; converted these numbers into percentages. 
5. Corrected these percents for chance success using the formula shown in the 
previous section. 
6. With the collected percent of success in the two groups, we have read the biserial 
'r' for the intersecting column and row in the body of the J.C. Hagnan's table of 
normalized biserial coefficients (reproduced in p.366 of Garret, 1986). 
7. Determined the difficulty index from the whole sample. 
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The discriminative power (Validity index) of each item is read directly from 
J.C. Flanagan's table, and the results are presented in the following tables : 
Fl. EMPLOYEE COMMITMENT/INVOLVEMENT: (No. of factors Usted 40) 
Item 
no. 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
10. 
Item 
Employees are aware of the 
company's annual targets 
Employees are aware of their 
respective department's targets 
Employees are aware of the 
capacity of the machines / 
equipments, they handle 
Employees are aware of the work 
plan in their respective 
departments 
Employees are aware of the 
overall/total work processing in 
their respective departments 
Employees are aware of the 
competence of the colleagues in 
their respective departments 
Employees are aware of the 
working problems with the 
equipments/machinery in their own 
departments 
Employees are aware of the time 
needed for rectifying each fault, if 
any, with the machines / 
equipments, in their own 
departments 
Employees are aware of the 
explicit indications of a low quality 
raw material or tool used in their 
own departments 
Employees are aware of the 
standards of quality required for 
the raw materials used in their own 
departments 
% right in 
the top 
27% 
(corrected) 
55 
70 
67 
57 
65 
89 
83 
71 
60 
75 
% right in 
the bottom 
27% 
(conected) 
25 
30 
33 
20 
36 
11 
17 
29 
40 
25 
Difficulty 
index 
52 
50 
49 
48 
48 
50 
53 
55 
52 
50 
Validity 
index 
0.33 
0.44 
0.33 
0.42 
0.29* 
0.77 
0.63 
0.40 
0.20* 
0.48 
* items removed from the analysis 
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12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
11. Employees are aware of the 
standards of quality requirements of 
output/ product from their own 
departemnts 
Employees are aware of quality 
requirements of the final product 
Employees are aware of the present 
percentage rejection in their own 
departments 
20. 
21. 
67 33 59 0.37 
Employees are aware of the present 
percentage rejection in the final 
product 
Employees are aware of the delivery 
schedule from their own departments 
Employees are aware of the overall 
delivery schedules of the company 
The competency available with our 
superiors for achieving reduced 
rejection/ required quality standard 
is found to be 
The competency available with out 
superiors for maximising capacity 
utilisation is found to be 
The awareness of employees on the 
short coming / likely deviations on 
job plan given by their respective 
superiors is found to be 
The employees discuss with their 
respective superiors for rectification 
of short comings / likely deviations 
of the job plants, prior to 
implementation 
Employees identify instances of 
wastages (time/materials/machine 
time/manpower/ toolings, etc., in 
their work areas) 
58 
67 
64 
72 
78 
86 
71 
80 
60 
39 
34 
33 
36 
28 
22 
14 
29 
20 
20 
18 
45 
59 
50 
54 
50 
54 
55 
51 
54 
39 
0.25'* 
0.37 
0.33 
0.40 
0.56 
0.70 
0.40 
0.60 
0.20* 
0.26* 
* items removed from the analysis 
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22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
Employees take remedial measures on 
the identified instances of wastages 
Employees bring the identified 
instances of wastages to the notice of 
their superiors for remedial action 
Employee bring the identified 
instances of wastages to the notice 
of superiors for remedial action-
only in case where such remedial 
action-only in case where such 
remedial actions are outside the scope 
of their own work 
Employees look for identification of 
scope for cost reduction in the use of 
materials / machinery / work process 
etc.. 
Employees bring the identified 
scope for cost reduction to the 
notice of their respective superiors 
for followup actions, are within 
their own scope of work. 
Employees bring the identified 
scope for cost reduction to the 
notice of their respective superiors 
for followup action, only if such 
followup actions are outside the 
scope of their own work. 
Employees normally work over and 
above their duty hours (without OT) 
for completing an assigned job, in 
time 
Employees report late for duties 
Employees take off from due hours 
Employees come to work outside 
their duty hours in order to associate 
with those of their colleague who 
are working to complete the job in 
time 
90 
77 
10 
12 
29 
52 
57 
53 
0.77 
0.70 
0.40 
67 33 59 0.33 
75 25 58 0.52 
75 25 49 0.48 
63 37 58 0.29* 
71 
60 
100 
29 
40 
0 
55 
50 
54 
0.40 
0.20* 
0.91 
* items removed from the analysis 
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32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
Employees learn and put into practice 
any new system/practice/metliod, 
available from outside the company 
for the productivity improvement in 
the company 
Employees share with their colleagues, 
their knowledge / skill, for the 
betterment of job performance 
Employees try to create better 
understanding among themselves, 
by discussing & exchange of data, 
on matters connected with job 
performance, for over all improvement 
of their contributors in the work 
area 
Inside and outside the company, 
employees look for knowledge / 
practices that will provide or the 
betterment of Job performance in their 
own work area or that of the company 
Superiors, seek the views of 
subordinates, on an issue related 
with their role, before taking a 
decision 
Employees feel glad when they 
come to know of a target achieved 
in their own department or in any 
other work area in the company 
Employees feel proud in the 
achievements of the company or 
that of their colleagues 
Employees have a sense of 
belonging to the company (for e.g. 
Expressions like 'I work for 
Maruthi*, Maruthi in my Co' etc.,) 
On an average, the percentage of 
effective working time of my 
colleagues, out of the designated 
working time is 
72 70 71 0.07" 
83 
64 
17 
36 
59 
55 
79 21 50 
62 38 
74 26 
56 
66 
82 
26 
34 
26 
58 
50 
40 
50 
54 
0.63 
0.29* 
0.56 
0.25" 
0.48 
0.36 
0.37 
0.56 
* items removed from the analysis 
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F2. FREEDOM OF WORK [NO. OF FACTORS LISTED 34] 
Item 
no. 
Item 
% right in 
the top 
27% 
(corrected) 
% right in 
the bottom 
27% 
(corrected) 
Difficulty 
index 
Validity 
index 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
Supervisors adhere to the duties 
and responsibilities prescribed for 
each employee (Do not ask them 
to do any work, other than prescribed 
duties and responsibilities) 
Superiors do not change the work 
plan the employees make, to carry 
out their jobs 
Superiors do not over rule the 
decisions taken by the subordinates, 
without convincing them on the 
need for the same 
Employees have the freedom for 
taking advices / opinions, from 
any one in the Company, in the 
context of their jobs 
Employees have the freedom for 
adapting change in work systems / 
methods / technology etc., in their 
respective work areas except 
when additional expenditure is 
involved and/or do not disturb the 
co-systems 
Employees have the freedom to 
contact their counterparts in other 
sections, if requires to expedite 
their respective jobs 
Superiors do not make commitment 
on matters connected with jobs, 
without consulting the respective 
employees 
Employees feel proud in 
discharging their duties and 
responsibilities, in the company 
Employees at each level are 
empowered to act on their own in a 
critical situation, in the best interest 
of the work. 
80 20 61 0.60 
68 
62 
83 
87 
32 
18 
17 
13 
67 
57 
58 
58 
48 
40 
59 
67 
33 
14 
22 
26 
0.33 
0.47 
0.67 
0.70 
57 
43 
40 
42 
0.33 
048 
0.38 
0.26* 
* items removed from the analysis 
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10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
Employees are getting opportunities 
to make use of all their skills and 
knowledge on their jobs 
Employees are 'on their own' in 
the work area 
Employees get opportunities 
Employees work on their own 
individual styles, with in the 
frame work of Company 
discipline 
Employees take risky decisions, 
at their own level 
Employees are able to oblige 
those work around them, in the 
overall interest of Company's 
work 
Employees are able to improve on 
their competence while at work 
Employees command respect in 
their respective work places, from 
co-employees and / 
counterparts 
or 
Employees always look for waste 
reduction and cost reduction, in their 
own jobs 
Employees always look for 
improved methods / systems, in their 
ovm work place 
Employees are able to identify and 
recognise good work done in their 
own work places 
In the work place, at each level, 
employees are objective in their 
decisions/assessments 
Though the employees complement 
the efforts put in by their colleagues, 
no interference is done in the duties 
and responsibilities of their 
colleagues 
75 
62 
71 
58 
86 
70 
62 
64 
67 
70 
83 
58 
75 
25 
26 
29 
24 
14 
30 
28 
26 
33 
30 
17 
36 
25 
59 
46 
53 
41 
53 
50 
45 
52 
57 
52 
59 
47 
49 
0.52 
0.37 
0.40 
0.36 
0.70 
0.40 
0.37 
0.39 
0.33 
0.40 
0.63 
0.24=* 
0.48 
* items removed from the analysis 
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23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
Employees, in their respective 67 
work areas, have the discretion to 
make use of the talents available 
at the work place 
Employees are free to get on with 62 
their colleagues and counterparts, 
in their own way, in the company 
Each employee has commitment 82 
to the job, on account of the 
freedom at the work place 
Because of the freedom the 64 
employees enjoy, they are 
satisfied with their respective jobs 
There exists a sense of alienation 63 
among employees on account of a 
feeling that the is 'no body' in the 
company 
If subordinates point out the 64 
mistakes of superiors the same is 
viewed as 
If subordinates seek clarification on 54 
the decision of the superiors it is 
viewed as 
Superiors enjoy themselves the 62 
common facilities made available 
for the section / department 
If subordinates ask for share in the 70 
common facilities enjoyed by the 
superior 
If subordinates question the decision 72 
taken by the superior 
Superiors do not tolerate the laurels 78 
earned by the subordinates 
Superiors do not tolerate the 82 
subordinates directly talking to the 
top management 
33 53 0.33 
38 
27 
26 
37 
36 
18 
18 
10 
14 
18 
49 
52 
52 
48 
50 
36 
40 
40 
.43 
48 
50 
0.25" 
0.56 
0.39 
0.25* 
0.32 
0.39 
0.47 
0.63 
0.58 
0.60 
0.63 
* i items removed from the analysis 
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F3. NATURE OF SUPERVISION [No. of factors listed 32] 
Item 
no. 
Item 
% right in 
the top 
27% 
(corrected) 
% right in 
the bottom 
27% 
(corrected) 
Difficulty 
index 
Validity 
index 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
10. 
Subordinates are given opportunities 
to update their knowledge and skill 
with reference to their job 
Subordinates are fully apprised on 
the scope of the job assigned to them 
Subordinates are told on the 
standards of qualities to be achieved 
Subordinates are told on the cost 
limitations of the job 
Subordinates are told on the delivery 
schedules of the job and the extend 
of penalties involved, for delayed 
deliveries 
Superiors spell out to the 
subordinates every minute details of 
the job to be processed 
Superiors call for explanations from 
subordinate for any deviation, in the 
context of instruction given, in 
carrying out the job 
Whenever a new job/ procedure 
/system is carried out, the superior is 
readily available to the subordinate, 
till the time, the subordinate is ready 
/ willing to carry out the job 
independently 
New hands are given on the job 
training by the senior / experienced old 
hand and not by the superiors 
Superiors delegate responsibility to 
subordinates, taking the competence of 
the subordinates into consideration 
74 
57 
82 
76 
86 
67 
80 
22 
26 
18 
24 
14 
70 
33 
20 
38 
78 
55 
26 
18 
48 
42 
54 
57 
53 
51 
54 
59 
52 
36 
0.52 
0.33 
0.63 
0.52 
0.70 
0.37 
0.60 
0.39 
0.52 
0.42 
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11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21 
Superiors have confidence in the 
available competence of subordinates 
Subordinates give at specified 
stages, feedback to the superiors, for 
monitoring 
Superiors act promptly, whenever 
needed, on getting feedback on the job 
and where remedial measures are 
beyond the scope of the subordinates 
Superiors work as motivators 
facilitators not as fault finders 
Superiors do not sit on the shoulders 
of the subordinates to see that the 
work is carried out as instructed by 
the superior 
Superiors welcome suggestions from 
subordinates in the context of the 
better performance of the job 
Superiors do not shoulder, overall 
accountability in case of a crisis. 
Superiors spend less than 50% of 
their time in giving instructions to 
subordinates and for on the spot 
supervision of work 
Supervisors spent more than 50% of 
their time for planning and 
development activities, with regard to 
the jobs to be carried out 
Very rarely, subordinates remain absent 
from duties without informing the 
superiors 
Wherever possible subordinates make 
alternate arrangement with their 
colleagues to carry out any urgent 
work, in their absence, so that their 
absence do not lead to non-achieving of 
targets. 
67 
69 
57 
69 
69 
70 
57 
62 
92 
86 
58 
33 
31 
14 
31 
39 
30 
19 
18 
14 
14 
53 
57 
33 
57 
59 
52 
48 
40 
56 
50 
36 
0.37 
0.40 
0.46 
0.40 
0.25=* 
0.40 
0.42 
0.47 
0.70 
0.48 
* items removed from the analysis 
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22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
Subordinates have the feeling of 
'Self responsibility' for the quality 
and output, as they carry out the job, 
on their own 
There is no interruptions in the 
normal working in the case of 
occasional absence of the superior 
The cost reduction is not considered 
as the concern of the 'Boss' alone 
The wastage of raw material, 
consumables, tool, times, etc., is 
There is always one or two 
subordinates in down the line to take 
over the position of the superior in 
case the superior is promoted or 
separated, by way of transfer or 
registration 
Whenever responsibilities are 
delegated to an employee 
appropriate authorities are also 
delegated 
There are conflicts between superiors 
and subordinates, concerning the 
work related activities 
Superiors are holding all authorities, 
which they are reluctant to delegate to 
subordinates, and this is affecting the 
smooth working in the department 
Superiors at certain level take 
decision in all matters irrespective of 
the importance of the matter 
involved, there by the competence of 
the subordinates are not fully taken 
advantage of 
Changes are desirable in the existing 
structure of authorities and 
responsibilities for effective working of 
the organisation / department 
Superior utilise all the facilities sparing 
very little for the subordinates 
55 10 33 0.54 
61 
62 
80 
12 
19 
30 
30 
57 
49 
46 
64 
0.74 
0.48 
0.33 
0.60 
68 32 61 0.37 
60 
62 
40 48 
46 
0.20* 
0.47 
58 18 42 0.43 
66 34 54 0.33 
58 18 36 0.43 
* items removed from the analysis 
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F4. REWARD ORIENTATION [No. of factors listed 46] 
Item 
no. 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
10. 
11. 
Item 
Employees who contribute more 
than then standard norms of out put 
are rewarded 
Employees who are found to have 
minimum rework or rejection are 
rewarded 
Employees who give suggestions 
to improve any aspect of the 
working of the company are 
rewarded 
There is consistent monitoring of 
energy consumed per unit of 
production 
Production centres who bring 
down energy consumption are 
rewarded 
Mandays lost, loss production, 
human disability etc. on account 
accidents on the job are monitored 
Sections who consistently bring 
down accident rates are rewarded 
Wide publicity is given by way of 
hoardings House 
Programmes are held in order to 
create better awareness on safety. 
House Keeping, suggestions for work 
improvement etc. 
Various sections compete among 
themselves to be the best house 
keeping section. 
Employees who win prizes / 
certificates etc. from competition held 
by public institutions are given 
recognition by the Company by way 
of cash awards / merit certificates etc. 
% right in 
the top 
27% 
(corrected) 
83 
57 
76 
85 
94 
81 
74 
94 
86 
74 
93 
% right in 
the bottom 
27% 
(corrected) 
13 
19 
54 
19 
32 
17 
13 
20 
22 
62 
37 
Difficulty 
index 
51 
48 
65 
52 
63 
49 
44 
57 
51 
65 
65 
Validity 
index 
0.72 
0.42 
0.22'* 
0.67 
0.75 
0.63 
0.60 
0.75 
0.63 
0.14* 
0.63 
* items removed from the analysis 
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12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
Children of employees who win 
prizes / certificates / outstanding 
victory in examinations etc. are 
given recognition by the company 
by way of cash awards / merit 
certificate etc. 
Employees who possess high 
percentage of attendance are rewarded 
Employees, who acquires 
additional qualification during the 
service period are given 
recognition (by way of additional 
increments / promotion / 
reimbursement of fee etc.) 
Company identify and recognise 
talents in Arts, literature, sports, 
games etc. 
Employees whose contribution 
results in early project completion 
or reduction in estimated cost of 
project are rewarded 
Employees who made contribution 
for social causes in the 
environment (on their own and 
outside working hours) are 
recognised and encouraged 
In this company promotions are to 
be earned on merit and the same are 
not given on time bound basis 
While selecting for higher 
positions, internal candidates 
qualified and eligible are given 
preference over external candidates 
Company encourages employees to 
take up higher academic studies, by 
providing tuition fee, special leave 
pay for days of examination etc. 
In the company, effective contribution 
made to one's job is the only criterion 
for better service benefits and not 
'politics' [Pohtics mean 
Favouritism, manipulation, influence 
buy (VIPs etc) 
54 38 46 0.16* 
63 
85 
17 
19 
40 
52 
0.47 
0.67 
74 
94 
50 
20 
62 
57 
0.26* 
0.75 
94 82 0.26* 
100 
80 
22 
20 
61 
24 
0.85 
0.60 
94 15 56 0.78 
70 50 45 0.21* 
* items removed from the analysis 
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22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
In this company an employees can 
expect a pat on the back for 
anything done beyond the normal 
call of duty 
One is always encouraged to take 
decision when called up on, even 
in it is risky on the job because an 
out of turn initiative is always 
recognised by the superiors 
Employees are having a high 
morale with the result that they 
don't allow to miss a target fixed 
The incentive scheme of the 
Company is known to all the 
employees 
The Incentive scheme of Company 
is working well 
The award scheme for minimum 
're-work' and 'rejection' are 
known to all the employees 
The award scheme for minimum 're-
work' and 'rejection' is working 
well 
The suggestion scheme of the 
company is known to all the 
employees 
The suggestion scheme of the 
company is working well 
Subordinates go to their superiors to 
discuss on improvement plans 
connected with their work and 
subordinates are never turned away 
from such discussions, by the 
superiors 
There is high concern on energy 
utilisation among the employees 
ITiere is high concern for safety 
among the employees 
The house keeping reward scheme is 
known to all the employees 
74 26 57 0.48 
86 
77 
86 
74 
83 
73 
70 
80 
86 
75 
78 
92 
78 
22 
14 
22 
17 
27 
30 
20 
14 
25 
22 
82 
50 
51 
48 
53 
54 
50 
56 
50 
59 
50 
56 
0.12* 
0.56 
0.70 
0.52 
0.63 
0.48 
0.40 
0.16* 
0.70 
0.48 
0.56 
0.81 
* items removed from the analysis 
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35. 
36. 
37. 
38. 
39. 
40. 
41. 
42. 
43. 
44. 
45. 
46. 
The house keeping reward scheme 
is woricing well 
The high attendance award is 
known to all the employees 
The high attendance award scheme 
is working well 
The social responsibilities of the 
Company are known to the 
employees 
The employees are aware of their 
social responsibilities 
The employees are aware that by 
doing a good work in the 
Company, they are fulfilling the 
social responsibilities of the 
company as well as their own 
Employees appreciate the need for 
the company to pay taxes and other 
dues to the Govt, as per law and by 
such action, the Company is 
discharging 
Employees can always look 
forward for career growth, in this 
company 
The mind set (Mental state) of the 
employees is the one that always look 
forward for changes / new things in 
the company and hence such change 
are always welcomes 
Bringing in external expertise for 
betterment of operational /process 
tasks (a major break down or a 
modification or a new installation) is 
kept to a minimum 
Employees contribute to the optimum 
of their potential in their jobs 
Employees work on their own 
conviction, on doing a good job and 
not because they are influenced by 
their colleagues or pressurised by their 
superiors, which provides the 
employees more meaning to their 
work life 
80 
94 
75 
57 
78 
57 
73 
59 
55 
75 
78 
52 
20 
30 
25 
43 
62 
33 
58 
41 
45 
25 
62 
34 
52 
62 
49 
53 
70 
45 
65 
55 
43 
53 
70 
43 
0.60 
0.68 
0.48 
0.12* 
0.19* 
0.25* 
0.18* 
0.20* 
0.12* 
0.52 
0.19* 
0.18* 
* items removed from the analysis 
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The size of an acceptable validity index will depend upon the length of the test, 
the range of the difficulty indices, and the purpose for which the test is designed. 
As, a general rule, items with validity indices of 0.20 or more are regarded as 
satisfactory, but items with lower indices will often serve if the test is long. 
However items having zero validity and negative validity (a larger percent right in 
the bottom group than the top) must be discarded. 
In the investigation we have analysed 152 items as shown below : 
1. Employee commitment / Involvement 40 items 
2. Freedom of work 34 items 
3. Absence of close supervision 32 items 
4. Reward orientation 46 items 
Total 152 times 
For the purpose of uniformity and to ensure equal weightage we have selected 
most valid 30 items in term of their validity indices in each dimension. In other 
words, in each dimension we have removed the following items the details of 
which are as follows: 
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I. Items removed from Employee commitment / involvement 
SI. 
No. 
Item 
No. Item 
% right in 
the top 
27% 
(corrected) 
% right in 
the bottom 
27% 
(corrected) 
Difficulty 
index 
Validity 
index 
01. 
02. 
03. 
04. 
05. 
09. 
12. 
20. 
05. 21. 
06. 
07. 
08. 
28. 
30. 
32. 
09. 34. 
10. 36. 
Employees are aware of the 
overall/ total work processing 
in their respective departments 
Employees are aware of the 
explicit indications of a low 
quality raw material or tool 
used in their own departments 
Employees are aware of 
quality requirements of the 
final product 
The employees discuss with 
their respective superiors for 
rectification of short comings / 
likely deivations of the job plans, 
prior to implementation 
Employees identify instances 
of wastages (time / material 
machine time / manpower/ 
toolings etc., in their work 
areas) 
Employees normally work over 
and above their duty hours 
(withou OT) for completing an 
assignedjob, intime 
Employees take off from due 
hours 
Employees learn and put into 
practice any new system / 
practice / method, available fi-om 
outside the company for the 
productivity improvement in the 
company 
Employees try to create 
better understanding among 
themselves, by discussing & 
exchange of data, on matters 
connected with job performance, 
for over-all improvement of their 
contributors in the work area 
Superiors, seek the view of 
subordinates, on an issue related 
with their role, before taking a 
decision 
64 
60 
58 
60 
36 
40 
34 
20 
39 
63 
60 
72 
18 
64 
62 
37 
40 
70 
36 
38 
48 
52 
45 
54 
39 
58 
50 
71 
55 
58 
0.29* 
0.20* 
0.25" 
0.20* 
0.26 
0.29* 
0.20* 
0.07* 
0.29* 
0.25* 
128 
II. Items removed from Employee's Freedom of Work dimension questionnaire 
SI. 
No. 
Item 
No. Item 
% right in 
the top 
27% 
(corrected) 
% right in 
the bottom 
27% 
(corrected) 
Difficulty 
index 
Validity 
index 
01. 
02. 
03. 
04. 
09. 
21. 
24. 
27. 
Employment at each level are 
empowered to act on their 
own in a critical situation, in 
the best interest of the work 
In the work place, at each 
level, employees are 
objective in their decisions / 
assessments 
Employees are free to get on 
with their colleagues and 
counterparts, in their own 
way, in the company 
There exists a sense of 
alienation among employees 
on account of a feeling that 
he is 'no body' in the 
company 
58 
58 
62 
63 
26 
36 
38 
38 
42 
47 
49 
48 
0.26* 
0.24* 
0.25* 
0.25* 
III. Items removed from 'Nature of Supervision' dimension Questionnaire 
01. 
02. 
15. 
28. 
Superiors do not sit on the 
shoulders of the subordinates 
to see that the work is carried 
out as instructed by the 
superior 
There are conflicts between 
superiors, and subordinates, 
concerning the work related 
activities 
69 
60 
39 
40 
59 
48 
0.25* 
0.20* 
IV. Items removed from 'Reward Orientation' dimension Questionnaire 
01. 
02. 
03. 
03. 
10. 
12. 
Employees who give 
suggestions to improve any 
aspect of the working of the 
company are rewarded 
Various sections compete 
among themselves to be the 
house keeping section 
Children of employees who 
win prizes / certificates / 
outstanding victory in 
examinations etc. are given 
recognition by the company 
by way of cash awards / 
merit certificate etc. 
76 
74 
54 
54 
62 
38 
65 0.22* 
65 
46 
0.14* 
0.16* 
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04. 
05. 
15. 
17. 
06. 21 
07. 23. 
08. 
09. 
10. 
11. 
30. 
38. 
39. 
40. 
12. 41. 
Company identify and 
recognise talents in Arts, 
literture, sports games etc. 
Employees who made 
contributions for social 
causes in the environment 
(on their own and outside 
working hours) are 
recognised and encouraged 
In the company, effective 
contribution made to one's 
job is the only criterion for 
better service benefits and 
not 'politics' (Policits mean : 
Favourtism, manipulation, 
influence buy VIPs etc) 
One is always encouraged to 
take decision when called up 
on, even if it is risky on the 
job because an out of turn 
initiative is always 
recognised by the superiors 
The suggestion scheme of the 
company is working well 
The social responsibilities of 
the company are known to 
the employees 
The employees are aware of 
their social responsibilities 
The employees are aware that 
by doing a good work in the 
Company, they are fulfilling 
the social responsibilities of 
the company as well as their 
own 
Employees appreciate the 
need for the company to pay 
taxes and other dues to the 
Govt, as per law and by such 
action, the Company is 
discharging its own social 
responsibility and that of the 
employees too 
74 
94 
50 
82 
62 
70 50 45 
86 78 82 
80 
57 
78 
57 
20 
43 
62 
33 
56 
53 
70 
45 
0.26* 
0.26* 
0.21=* 
0.12* 
0.16* 
0.12* 
0.19* 
0.25* 
73 58 65 0.18* 
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13. 
14. 
42 
43. 
15. 45. 
16. 46. 
Employees can always look 
forward for career growth, in 
this company 
The mind set (Mental state) 
of the employees is the one 
that always look forward for 
changes / new things in the 
company and hence such 
change are always welcomed 
Employees work on their 
own conviction, on doing a 
good job and not because they 
are influenced by their 
colleagues or pressurised by 
their superiors; which provides 
the employees more meaning 
to their work life 
Employees work on their 
own conviction, on doing a 
good job and because they 
are influenced by their 
colleagues or pressurised by 
their superiors' which provides 
the employees more meaning 
to their work life 
59 
55 
41 
45 
55 
43 
0.20* 
0.12* 
78 62 70 0.19* 
52 34 43 0.18" 
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APPENDIX - 2 
RELIABILITY OF THE INSTRUMENTS 
A.2.1. The Instruments 
To obtain empirical measures of the work culture, the following four factors were 
selected: 
a. Commitment / Involvement 
b. Freedom of work 
c. Nature and extent of supervision 
d. Reward Orientation 
Under each factor, number of instruments varying from 29 to 41 were developed 
to ascertain the different dimensions of work culture. 
1. Instruments of Commitment / Involvement (Appendix 4) 
2. Instruments of Freedom of work (Appendix 5) 
3. Instruments of Nature and extent of Supervision (Appendix 6) 
4. Instrument of Reward Orientation (Appendix 7) 
The instruments were in the form of simple statements that aimed at ascertaining 
employees' perceptions of self, peer group, superiors, managers and organization. 
The respondents were asked to indicate their response or a 5 point rating scale. 
A.2.2. The Selection Criteria 
The selection criteria and the significance of factors chosen have been presented 
in the chapter on methodology. 
A.2.3.1.The Employee Commitment / Involvement Questionnaire 
The employee commitment / involvement questionnaire developed by the 
researcher helps to measure the extent of commitment / involvement shown by the 
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workers on the awareness of the company's annual targets, machine capacity, 
work plan, processing cycle and competencies. It contains 41 item relating to 
various aspects of commitment / involvement. The items are in the form of simple 
statements phrased in terms of perception of degree of awareness, degree of 
competence / short comings, degree of closeness of the work behaviour and degree of 
reaction in a five point scale 1 to 5. The 41 items in the questionnaire aim to assess 
Employee commitment / involvement; of four specific dimensions viz. 
- degree of the awareness which includes awareness of the company's annual 
targets, respective department's targets, capacity of the machines, work plan, 
processing cycle, competence of their colleagues, standards of quality 
required, rejections and delivery schedule. 
- The second dimensions pertains to degree of competence / shortcomings, 
which includes competency of the superiors to reduce rejection rate, maximise 
capacity ufilisation, and error rectificadon. 
- The third dimension relates to degree of closeness of the work behaviour 
which includes identification of wastages, bring them to the notice of the 
superiors, cost reductions schemes, overtime duty, absenteeism, innovative 
practices for productivity improvement and consultations among the peer 
group to improve job performance. 
- The fourth dimension relates to degree of reaction of the employees when the 
company / department achieves targets, sense of belonging and feeling proud 
of the company. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the section 2.7. 
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A.2.4. Freedom of Work Questionnaire 
The freedom of work questionnaire developed by the researcher helps to measure 
the extent of freedom available to the worker to take decisions on their own, to 
take advice / opinions from others in the company, to adopt changes in work 
system / methods / technology, empowerment to act on their own in critical 
situations, and freedom to design and develop new things. It contains 29 items 
relating to the various aspects of freedom of work. The items are in the form of 
simple statements phrased to get response of his perception. The respondent is 
asked to indicate his perception / reaction in a five point scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study the 
results of which are presented in the section 2.7. 
A.2.5. Nature of Supervision Questionnaire 
The absence of the close supervision questionnaire developed by the researchers 
helps to measure the opportunities given to subordinates to update their 
knowledge and skill, information given to the workers regarding scope of job 
assigned, qualities to be achieved, cost limitations, delivery schedules, superior 
support, delegation of responsibilities confidence of the superiors on the 
competency of subordinates, feedback system, absence of close supervision 
parameter and remedical measures. It contains 31 items relating to various aspects 
of absence or presence of close supervision. The items are in the form of simple 
statements phrased to assess the perception of the employees. The respondent is 
asked to indicate his perception / reaction in a five print scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the section 2.7. 
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A.2.6. Reward Orientation Questionnaire 
The reward orientation questionnaire developed by the researcher helps to 
measure the frequency of reward (for various achievements) made of rewards, 
extent of encouragement to out of turn initiative. Information systems, incentive 
schemes, and fulfilment of social responsibilities. It contains 46 items relating to 
various aspects of 'reward orientation'. The items are in the form of simple statements 
phrased to assess the perception of employees in five point rating scale 1 to 5. 
To find the reliability of the questionnaire we have conducted a pilot study and 
the results are presented in the section 2.7. 
A.2.7. The Pilot Study 
The investigator carried out a pilot study before conducting the main study. 
The pilot study was conducted on a smaller sample than the sample used'for the main 
study. The pilot study helps to ensure the control of non sampling error. One of the 
chief source of non sampling error is the lack of training in skills appropriate for 
collecting data in the field setting. Since, direct experience would provide scope for 
such training, the pilot study was considered significant by the investigator to have 
training under the Research Guide. 
The pilot study also helps to establish rapport with the respondents. The short 
comings regarding the instruments used in the present study case be identified 
through pilot study which can be rectified before the main study. 
A.2.7.1.0bjectives of the Pilot Study 
The pilot study is carried out to meet the following objectives 
1. To have control over possible source of non sampling errors that might vifiate 
measurement of variables in the present research. 
2. To ascertain the time taken to complete and score each instrument so as to 
establish a time estimate for the main study. 
3. To ascertain the reliability of the instruments to be used in the main study. 
In order to meet the objectives a check list was also developed to monitor the 
interactions and transactions in the field work. The checklist that was developed is 
as follows: 
1. Are the instructions simple and easy to follow? 
2. Are the sentences and words phrased appropriately? 
3. Do the statements convey any ambiguous meaning ? 
4. Are their any verbal / non verbal indications of boredom, discomfort and 
anxiety? 
5. Are the subjects able to respond to the questionnaire with ease? 
6. Does a friendly and open relationship exist with the subjects? 
The present investigator used the check list for every subject to identify the non 
sampling error. 
A.2.7.2.Pilot Study Sample 
A sample of 40 employees (10 managerial and 10 workers from Tatafone and 
10 workers from ITI Palakkad) were randomly selected. 
After establishing rapport with the respondents the questionnaire was administered to 
them following standard procedure. 
A.2.7.3.Administration of Employee Commitment / Involvement questionnaire 
The Employee commitment / involvement questionnaire was administered to the 
respondents individually and the following instructions were given. "Please give 
your views on the factors listed below. There is no right or wrong answer. 
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Your frank answers are the best. Your response will be kept confidential and will 
not be made available to your superiors. If any of the factors is not applicable to 
you please write : N.A.). Please do not omit any item. 
I. Respond on the degree of "closeness of the awareness" on a scale 1 to 5 
1. Not at 2. Heard superiors 3. Aware to 4. Aware to a 5. Fully 
all talking on this limited Extent large extent aware 
(Please tick appropriate response against each) 
II. Respond on the degree of competence on a scale 1 to 5 
l.Below average 2. Average 3. Above average 4. Good 5. Very good 
III. Respond on the degree of closeness of the work behaviour on a scale 1 to 5 
1. Never 2. Rarely 3. Sometimes 4. Frequently 5. Invariably 
IV. Respond on the degree of reaction of the Employees on a scale 1 to 5 
1. Never 2. Rarely 3. Sometimes 4. Frequently 5. Invariably 
V. Respond on a scale 1 to 5 
1. Less than 50% 2. Between 50-75% 3. Between 75-85% 
4. More than 85% 5. 100% 
A.2.7.4. Freedom of Work Questionnaire 
The freedom of work questionnaire was administered to the respondents 
individually and the following instructions were given. Please give your views on 
the factors listed below. There is no right or wrong answer. Your frank answers 
are the best. Your response will be kept confidential and will not be made 
available to your superiors. If any factors is not applicable to you please write : 
N.A. Please do not omit any item. 
137 
Respond on the degree of closeness of your response by marking on the scale 
l to5 
1. Quite False 2. False 3. Somewhat True 4. True 5. Very True 
A.2.7.5. Nature of Supervision Questionnaire 
The absence of close supervision questionnaire was administered to each 
individual and the following instructions were given : 
Please give your views on the factors listed below. There is no right or wrong 
answers. Your frank answers are the best. Your response will be kept confidential 
and will not be made available to your superiors. If any of the factor is not 
applicable to you please write N.A. please do not omit any item. 
i. Respond on the degree of closeness of your response to the factors below 
with regard to your organisation / work area concerned 
1. Never 2. Rarely 3. Sometimes 4. Frequently 5. Always 
ii. Respond on the degree of closeness of your response to the factors below 
with regard to your organisation / work area concerned 
1. Quite false 2. False 3. Somewhat True 4. True 5. Very True 
A.2.7.6. Administration of Reward Orientation Questionnaire 
The reward orientation questionnaire was administrated to each individual and the 
following instructions were given: 
i. Give your response on a scale 1 to 5 to the following statements 
1. Never 2. Rarely 3. Occasionally 4. Frequently 5. Always 
ii. Respond on a scale 1 to 5 to the following statements 
1. Quite false 2. False 3. Somewhat True 4. True 5. Very True 
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iii. Respond on a scale 1 to 5 to the following statements concerning your 
company or work 
1. Not at all 2. Little 3. Well 4. Reasonably well 5. Fully well 
A.2.8. Scoring of the Instruments 
The instruments used in the present study were scored according to the procedure 
given below : 
A.2.8.1. Scoring the Employee Commitment / Involvement Questionnaire 
The employee commitment involvement questionnaire is scored by assigning 
values on a scale 1 to 5 for the responses given by the respondents. The total score 
earned by an individual on the questionnaire indicates his level of commitment / 
involvement. Higher the score, higher the level of commitment / involvement. 
The maximum possible score in this questionnaire is 205. 
A.2.8.2. Scoring of Freedom of Work 
The freedom of work questionnaire is scored separately on a 5 print rating scale 
1. Quite false 2. False 3. Somewhat True 4. True 5. Very True 
The items numbered 3, 4, 5, 6, 9, 11, 12, 13, 20, 24, 25 and 26 belong to the 
freedom of work dimension. The items numbered 1, 2, 7, 8, 10, 14,15, 16, 17, 18, 
19, 21, 22, 23, 27, 28, 29 indicate superiors behaviour towards the workman and 
these two dimensions were scored separately. 
A.2.9. Sample Frame 
We have selected a sample of 40 respondents randomly for the pilot study. 
The details of the sample are; 
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Table A.2.1. 
Distribution of the sample frame 
S.No. 
1. 
2. 
Name of Enterprise 
Tatafone 
m 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
Total 
No. of sample 
10 
10 
10 
10 
40 
A.2.10. Characteristics of the sample 
The pilot study sample are characterised with respect of their age, educational 
qualification, categorisation as Managerial and Non-managerial, Experience, 
change in jobs and promotions received. The mean and S.D. of the age of the 
sample is given in Table A.2.2. 
Table A.2.2. 
Distribution of the sample in terms of age 
S.No. 
1. 
2. 
Name of Enterprise 
Tatafone 
m 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
(No. of Years) 
Mean 
44.29 
29.52 
48.80 
50.87 
S.D. 
8.42 
6.14 
4.86 
5.35 
Range 
30-60 
30-60 
30-60 
30-60 
The mean age of the Tatafone is comparatively lesser than the ITL. It is inferred 
that younger age group adopt cultural changes more quickly than the elders. 
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Table A.2.3. 
Educational qualification of the respondents (in percentage) 
S.No. 
1. 
2. 
Enterprise 
Tatafone 
m 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
General 
33 
57 
24 
67 
Technical 
67 
43 
76 
33 
It is evident that the proportion of technocrates is slightly higher in ITI, in the 
managerial category whereas in the Non-managerial category whereas in the 
non-managerial category the proportion of technically qualified persons is higher 
in Tatapone. The public sector undertaking appears to be pucca in paper by 
appointing more technical personnel but whether they are allowed to contribute 
positively to the organisational development is a moot question. 
Table A 2.4. 
Distribution of the sample in terms of experience 
S.No. 
1. 
2. 
Enterprise 
Tatafone 
ITI 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
(No. of years) 
Mean 
18.21 
13.93 
27.5 
28.64 
S.D. 
7.58 
6.18 
4.3 
5.68 
Range 
10-35 
5-30 
20-35 
10-35 
The average experience in terms of number of years of the Tatafone employees is 
comparatively lesser than the ITI employees. It is inferred that the more 
experienced are reluctant to change their values vis-a-vis less experienced. 
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Table A 2.5. 
Distribution of the sample in terms of change in jobs 
s. 
No. 
1. 
2. 
Enterprise 
Tatafone 
m 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
No change 
No. of 
Sample 
3 
4 
4 
4 
Change 
No. of 
Sample 
7 
6 
6 
6 
Change (No. of times) 
1-2 
4 
4 
4 
4 
3-4 
3 
3 
1 
2 
4-6 
-
-
-
-
To tackle boredom, monotony and drudgery and also to infuse enthusiasm and 
initiative job rotation / job change is resorted to. Eventhough the average 
experience of managerial personal in Tatafone is less (18.21 years) compared to 
TTl (27.5), the job rotation is more frequent in Tatafone vis-a-vis ITI. Further the 
number of times job change is also higher in the former, thus passing the way for 
more innovation and enthusiasm in the job, the employees undertake. 
Table A 2.6. 
Promotions received 
S.No. 
1. 
2. 
Enterprise 
Tatafone 
ITI 
Category 
Managerial 
Non-Managerial 
Managerial 
Non-Managerial 
(No. of years) 
Mean 
5.10 
4.84 
4.21 
3.39 
S.D. 
0.91 
1.04 
1.32 
1.64 
Range 
3 - 6 
3 -6 
3 -6 
3 -6 
Even though the mean years of experience was low in Tatafone, the average 
number of promotions received is high both in managerial as well as in non-
managerial categories indicating higher promotional opportunities for better 
performance. Vertical movement will act as an incentive for improved results. 
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A.2.11. Interaction at the Field 
The analysis of interaction at the field recorded with the help of check list 
revealed interesting and encouraging findings. The subjects of the pilot study 
were able to understand the instructions given for filling up the questionnaire. 
They also found the items in each questionnaire clear and unambiguous. 
The words and the sentences phrased were considered appropriate and conveyed 
the meaning purported to convey. The subjects were friendly, cooperative and did 
not take much time to complete the questionnaire. Thus the instructions used for the 
presentation of items were clear and unambiguous and the administration procedure 
used in the pilot study was found to be satisfactory. Hence it was decided that the 
same procedure could be applied to collect data for the main study. 
A.2.12.Time Needed for Completing the Questionnaire 
Time taken to fill in each questionnaire was also determined by instructing the 
subject to fill in the "time started" and "time end'. The time taken to score each 
questionnaire is noted down by the investigator. 
The time taken to fill in the questionnaire by the subjects is taken as the 
minimum time required by each respondent to complete the questionnaire in the 
main study. The miximum time required to complete the questionnaire of the 
main study, is estimated by addicting three times the SD of the time taken to the 
mean time taken, to complete the questionnaire by the subjects of the pilot 
sample. The range, mean, SD and the time estimate for answering the instruments 
are given in the table below. 
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Table A.2.7. 
Time taken to fill in each questionnaire by the respondent 
s. 
No. 
1. 
2. 
3. 
4. 
Dimension 
Employee 
commitment / 
involvement 
Freedom of work 
Absence of close 
supervison 
Reward 
•orientation 
No. of 
items 
40 
34 
32 
46 
Type of 
response 
5 point rating 
scale 
- d o -
- d o -
- d o -
Mean 
22.40 
18.20 
18.00 
24.57 
Time taken in minutes 
S.D. 
3.26 
2.19 
0.90 
3.93 
Time 
estimate 
32.18 
25.17 
21.10 
36.36 
Range 
20-30 
17-25 
16-24 
27-35 
The above table shows that on an average a respondent needs 1 hour 23 minutes 
to complete the various dimensions used in this study. 
A.2.13. Time Needed for Scoring the Instruments 
The mean time taken to score the instruments by the investigator is taken as the 
minimum time required by the investigator to score an instrument in the main 
study. The maximum time required by the investigator to score an instrument in the 
main study is estimated by X -t- 2SD. The range, mean, SD and time estimate for time 
taken by the investigator in scoring the instruments are given in the table below : 
Table A.2.8. 
Time taken to score each questionnaire by the investigator 
s. 
No. 
1. 
2. 
3. 
4. 
Dimension 
Employee 
commitment / 
involvement 
Freedom of work 
Absence of close 
supervison 
Reward 
orientation 
No. of 
items 
40 
34 
32 
46 
Type of 
response 
5 point rating 
scale 
- d o -
- d o -
- d o -
Time taken in minutes 
Mean 
7 
6 
6.00 
8 
S.D. 
1.20 
1.10 
1.25 
1.15 
Time 
estimate 
9.40 
8.20 
8.50 
10.30 
Range 
6-9 
5-8 
5-8 
7-10 
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As may be seen from the above table, on an average the investigator needs 27 
minutes to score the questionnaire. 
Based on the estimates elaborated in previous pages, it was calculated that the 
actual collection of data from each respondent may require around one and half 
an hour. 
A.2.14. Reliability Co-efficient of the Questionnaire 
Reliability co-efficient test for the questionnaire used in the study was conducted 
by split half method. Items of each dimension was split into two equivalent 
halfves. The odd numbers consisted of one half and even numbers, the other half 
and correlation found for these half tests. From the reliability of the half test, the 
self correlation of the whole test is then estimated by Spearman - Brown 
prohhecy formula. The procedure, in detail, is to make up two sets pf scores by 
combining alternate items in the test. The first set of scores, for example, 
represents performance on the odd-numbered items, 1, 3, 5,7 etc. and the second 
set of scores, performance on the even-numbered items, 2, 4, 6, 8, etc. Other ways 
of making up two half-tests which will be comparable in content, difficulty and 
susceptibility to practice are employed, but the odds - events split I the one most 
commonly used. From the self correlation of the half tests, the reliability 
coefficient of the whole test was estimated from the following formula. 
(Spearman - brown prophecy formula for estimating reliability for two 
comparable halves of a test) 
. 1 Y 2Y~-
y _ _ - 2 L l 
\ + Y-— 
211 
Yi 1 = reliability co-efficient of the whole test 
Y'/2 y/l 1 = reliability co-efficient of the half test found experimentally. 
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The reliability co-efficient of the questionnaire are presented in the following 
table. 
Table A.2.9. 
Reliability co-efficient of the questionnaires 
s. 
No. 
1. 
2. 
3. 
4. 
Dimension 
Employee Commitment / 
Involvement 
Freedom of work 
Absence of close supervision 
Reward orientation 
Correlation between 
Odd and Even Split 
halves 
0.773 
0.876 
0.816 
0.809 
Reliability 
Co-efficient 
0.87 
0.93 
0.90 
0.89 
The results show that the dimensions used in the pilot study have high reliability 
coefficient. This provides confidence that the instruments selected for the study 
will provide reliable measures of the variables taken up for investigation. 
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APPENDIX - 3 
INSTRUMENTS OF WORK CULTURE 
A.3.1. Introduction 
Work culture is an emerging topic of interest in recent times. Several well known 
instruments are currently being used by HRD facilitators, consultants and teachers 
for measuring organisational culture. Many of these instruments have been mostly 
borrowed from western countries and though well designed, tested and 
standardised, they largely remain untested in India because of the complexities 
involved - a fact that may lead to several problems. Eventhough more relevant 
instruments are now increasingly being developed in India for studying 
organisational culture, there is a dearth of good instruments for measuring work 
culture. This study made an attempt to fill this gap. 
Instruments act as aids to training and organisation development. They help 
generate data on an individuals' attitudes, orientation, style, behaviour, interaction 
between an individual (employee) and a collectivity (organisation). This section 
describes the process of design, developing tests and standardising instruments for 
measuring four dimensions viz., 
1. Employee commitment / involvement 
2. Freedom of work 
3. Absence of close supervision 
4. Reward orientation 
A.3.2. Brief Review of Earlier Studies 
Currently, the three most popular organisational topics are leadership, organisational 
learning and organisational culture and the number of studies of organisational 
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culture is steadily increasing. However, such studies have used different terminology, 
and the same terms have been used with different meanings. There is a need to 
clarify some terms and evolve a common understanding about their use. 
The various terms used in the context of organisational culture are: values, ethics, beliefs, 
ethos, climate, environment and culture. Ethics refers to normative aspects to what is 
socially desirable. Values, beliefs, attitudes and norms are inter-related and interaction 
between beliefs and values, results in attitude formation (Attitudes = beliefs x values) and 
then produce norms. 
Values and beliefs are the core, while attitudes are the next layer, followed by 
norms or behaviour. When these get institutionalised or when they accumulate 
and integrate, we have a social phenomena called culture. 
Although studies of organisational culture have been increasing, there is no 
agreement on the concept and definition of culture. Culture related concepts 
(culture, climate, environment, atmosphere, ethos, etc) have been used loosely and 
interchangeably, although an attempt has been made to delineate some of them 
(UdaiPareek,1991). 
Culture can be defined as the cumulative beliefs, values and assumptions 
underlying transaction with nature and important phenomena, (eg. collectivity, 
environment, context, time) Culture is reflected in various forms in the external 
life of an orgnisation, as well as in the values and beliefs held by its members. 
Schein (1985) has proposed three levels of variables in a culture. The first is 
artifacts and creations, the second, values and the third is the deepest level of 
basic assumptions. The conceptual framework of values by Kluckhohn and 
Strodtbeck (1961) has been quite frequently used in undertanding culture. 
They have proposed five main orientations based on the meaning of human 
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existence, meaning of human labour and endeavour, relationship of man and 
nature, time orientation and relationship of man with fellow beings. These 
dimensions have been used to propose a paradigm. At one end is western 
(industralised) culture with its mastery-orientation to nature, active and optimistic 
view of man, society built on competitive relationship, and future orientation. 
On the other end are the traditional cultures (non-industrial societies) with 
opposite orientations. 
Another useful and potential framework is one of power proposed by McClelland 
(1975) with individual orientation being defined by the source of power (external 
or internal) and the target of power (others or self). This frame work can be used 
in conceptualising typologies of culture. Borrowed from Freud, the framework has 
been used to study manager's effectiveness (Mc Clelland and Burham, 1976). 
This framework can also be used to understand some other typologies. For example, 
the distinction between doing orientation, being orientation, and being and 
becoming orientation (Kluckhohn and Strodtbeck, 1961) can be seen as relevant 
here. The fourth dimension, enabling orientation, can be added to the three. 
In this, active doing by self is replaced by facilitating action by others. 
Qunn and Mc Grath (1985) have suggested four types of organisational culture : 
rational (market), development (adhocracy), consensual ( clan) and hierarchical 
(hierarchy). Hosftede (1980) studied four dimensions of fifty cultures and found 
these dimension adequate to explain cultural orientations. 
Udai Pareek (1997) identified four organisatinal cultures : autocratic / feudal, 
bureaucratic, technocratic and entrepreneurial / organic / democratic. The instrument 
developed has eight sets dealing with values, beliefs, primacy, communication, 
leader ship, rituals in meetings, celebrations and rooms and furniture. 
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The instrument was completed by persons working in the organisations. 
The respondent is required to rank the four statements in each set in terms of their 
applicability to the organisation concerned. Guttman, split-half reliability for a 
group of twenty people was 0.86. Thus it is evident that most of the studies focussed 
on organisational culture, and not even a single study on work culture and therefore 
this chapter presents the details of work culture. 
A.3.3. Employee commitment / involvement 
The question relating to the nature of commitment/involvement among 
employees, raised earlier was attempted to be answered by subjecting the items 
of the commitment / involvement questionnaire for content analysis followed by 
factor analysis. The details are as follows: 
A.3.3.1. Content analysis 
Thirty items of the employee commitment/ involvement for employees provide a 
synoptic description of the significant aspects of commitment / involvement 
observable among employees. It is found that desire to share the work burden 
(0.91), remedial measures to reduce wastages (0.77) awareness of the 
competencies available (0.77) awareness of the problems with the equipment / 
machinery (0.63), awareness on the short comings / likely deviations (0.60) 
awareness of the overall delivery schedules (0.56), sharing the skills with their 
collegues (0.63), desire to look for knowledge which will improve their job 
performance (0.56) desire to clock higher working time (0.54) feeling glad on the 
achievement of the dept / company (0.48) bringing to the notice of the superiors 
the scope for cost reduction (0.52), awareness of the raw material quality required 
(0.48) awareness of the time needed to rectify the faults (0.40) and awareness of 
the respective departments' targets (0.44) are the major aspects indicated both by 
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the managerial as well as non. managerial personnel. In other words, we find 
"awareness" aspect is conspicuously widespread across the respondents followed by 
fault rectification, cost reduction, sharing the work burden and feeling glad on the 
achievement of the dept. / company. 
It is evident that all the respondents are aware of more than what they are 
expected to know in the normal course of their routine working and the level of 
awareness is also very high. Next comes the fault correcfion and fault 
rectification attitude. The validity raring is significantly high in this dimension 
also. Sharing the scope for cost reducriont takes the third posirion followed by 
sharing the work burden and feeling glad on the achievement of the dept/ 
company. It is interesting to note that sharing the colleagues' work burden is very 
sublime and not rated high. 
The items removed for want of validity are: knowledge regarding the overall work 
processing, discussing the work plan prior to implementafion, working over time 
to complete the assignment, taking "off" during official hours, discussion and 
exchange of information for the overall improvement of the work area and 
superiors seeking the view of the subordinates. 
Except in a small organisation, that too in the era of micro specialisation, in 
medium and large companies we cannot expect each and every employee to know 
the over all work processing. Hence, there is no surprise in rejecting this item. 
Regarding not discussing the work plan prior to implementation, it is mostly the 
fault of the superiors. Egoistic higher ups, erroneously think that discussing the 
work plan with subordinates is a sign of eroded authority and hence many 
superiors avoid it and hence the rejection. Attitude of working over time to 
complete the assignment is waning and now the practice is work to rule, 
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especially among the lower category staff. Hence the elimination. Taking "off 
during official working hours is not the practice even in a badly managed companies, 
but being inside the company they won't do any official work. Striving for over all 
improvement by selected staff member often met with failures and superiors seeking 
the view of subordinates in normal times is not very common. 
A.3.3.2. Factor analysis 
In the commitment / involvement questionnaire, we have selected thirty statements as 
value dimensions of employee commitment towards the work and employee 
involvement in the development of the organisation. But all the thirty items may 
not have equal weightage in reflecting commitment / involvement and the relative 
significance of the instruments is expected to vary. Further improving, controlling 
and monitoring all the thirty items simultaneously by the management will be a 
difficult task, thereby loosing focussed attention. 
Therefore, in order to find out the most significant instruments among the thirty 
items, a factor analysis was done on the responses of the sample of 200 
respondents. To start with, responses of the 200 respondents to the 30 items of 
commitment / involvement questionnaire were inter-correlated. The correlation 
obtained were factor analysed using Principal component method, followed by 
varimax rotation. The factor analysis, herein is adopted, to identify the most 
significant instruments that account for the major proportion of variations and to 
advice the management to focus on these items for bettering the work culture. 
Infact, we have used four different techniques of factor analysis to locate the 
relatively significant instruments and selected the results from the approach which 
converges to zero in very few iterations (factors). Few factors with high Eigen 
values (with high explanatory power) also indicate the synergetic cross effect of 
the different instruments. The results are presented in the following table. 
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A.3.3.3. Reliability Analysis - Scale (Split) 
Reliability Coefficients 40 
items 
Correlation between forms = 0.3439 Equal length Spearman - Brown = 0.5118 
Guttman Split-half 
Alpha for part 1 
20 items in part 1 
file three 
= 0.4940 Unequal-length Spearman-Brown = 0.5118 
= 0.6041 Alpha for part 2 
20 items in part 2 
= 0.8749 
Table A.3.1. 
Results of principal component analysis for commitment / involvement 
SI. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Factor 
1 
2 
3 
4 
5 
6 
7 
8. 
9 
Eigen value 
13.65817 
7.38673 
6.85886 
4.02552 
3.40478 
2.49550 
1.23981 
0.93063 
0.00000 
Percentage of 
variation 
34.1 
18.5 
17.1 
10.1 
8.5 
6.2 
3.1 
2.3 
0.0 
Cumulative 
percentage 
34.1 
52.6 
69.8 
79.8 
88.3 
94.6 
97.7 
100.00 
100.00 
It is evident from the table that first eight factors could explain one hundred 
percent variation in commitment / involvement and the first factor alone explains 
around 35 per cent, which shows the synergetic cross effect of the different 
instruments used in the study. 
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A.3.3.4. Norms for identification : 
(A. Koutsoyannis 1977) prescribes a crude thumb rule for the selection of 
loadings. According to her, loadings above 0.3 can be accepted as satisfactory for 
interpretation. But Garret (1984) has suggested the following classification. 
1. Above 0.7 
2. 0.5 to 0.7 
3. Below 0.5 
High loading 
Moderate loading 
low loading 
Since we are interested to find out the most significant instruments on which the 
management should concentrate, we have adopted the Garret's classification. 
Details of Loadings 
Table A.3.2. 
Commitment / involvement highly loaded items 
S. 
No. Item No. Instrument Loadings 
1. 
5. 
6. 
0004 
0006 
0008 
0015 
0017 
0018 
Employees are aware of the work plan in their 
respective departments 
Awareness of the competence of their 
colleagues in the departments 
Awareness of the time needed to rectify each 
fault with the machines / equipment in their 
own department 
Awareness of the delivery schedules from the 
department 
Rating of the competency available with the 
superiors for achieving required quality 
standard 
Rating of the competency available with the 
superiors for maximising capacity utilisation 
0.80094 
0.71638 
-0.74971 
0.87275 
0.74670 
0.80113 
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0019 Awareness of the short coming / likely 0.70385 
deviations on the job plan given by their 
superiors 
0023 Bringing the instances of wastages to the notice 0.90878 
of the superiors for remedial action 
0025 Employees look for cost reduction in the use of 0.70690 
materials / machinery / work process 
10. 0029 Employees report late for duties 0.84761 
11. 0031 Employee take "off" during duty hours 0.90872 
12. 0033 Employees share with their colleagues their 0.75903 
knowledge / skill for bettering the job 
performance 
13. 0035 Employees look for knowledge / practices that 0.85351 
will enhance their job performance 
14. 0039 Employees have a sense of belonging to the 0.82024 
company 
15. 0011 Awareness of the quality requirements of output 0.73528 
from their departments 
16. 0013 Awareness of the percentage rejection in their 0.72444 
own department 
17. 0014 Awareness of the current percentage rejection 0.94547 
in the final product 
18. 0027 Bringing the scope for cost reduction to the -0.78943 
notice of their superiors 
19. 0002 Awarenessof the respective departments targets 0.91376 
20. 0001 Awareness of the company's annual targets 0.86585 
21 0010 Awareness of the quality required for raw -0.72612 
materials used in their department 
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Table A.3.3. 
Commitment / involvement moderately loaded items 
S.No. Item No. Instrument Loadings 
1. 
2. 
3. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
0007 
0016 
0022 
0024 
0026 
0040 
0007 
0018 
0024 
0003 
0008 
0026 
0037 
0038 
0003 
0022 
Awareness of the working problems with the 0.64541 
equipment / machinery in their dept. 
Awareness of the overall delivery schedules 0.60997 
Taking remedial measures on the identified 0.69707 
instances of wastages 
Bringing the instances of wastage to the 0.52576 
notice of the superior only if it is outside the 
scope of their work 
Bringing the scope for cost reduction to the 0.56862 
notice of the superiors for follow up action 
Percentage of effective working time is above 0.69123 
average 
Awareness of the working problems with the' 0.58886 
equipments / machinery 
Rating of the competency available with the 0.53067 
superiors 
Bringing the instances of wastages to 0.52055 
thenotice of the superiors 
Awareness of the capacity of the machines 0.60282 
Awareness of the time needed to rectify the 0.50383 
faults 
Brining the instances of wastages to the notice 0.66883 
of the superiors for remedial action 
Employees feel glad when the target is 0.65305 
achieved in department / company 
Employees feel proud in the achievements of 0.65305 
the company 
Employees are aware of their respective 0.66673 
departments targets 
Employees take remedial measures in the 0.61985 
identified instances of wastages 
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From the results presented above, the following instruments are drawn for 
a. Training purposes 
b. Testing purposes to sustain and develop work culture and 
c. Management focus 
A.3.3.5. Training instruments 
Whenever new recruits are trained, or refresher / orientation courses are arranged 
for the existing employees, the training module should contain the following 
instruments of commitment / involvement. 
A.3.3.6. Awareness Dimensions 
Make the employees aware of the following information. 
1. Company's targets / departments targets 
2. Work plan in their respective departments 
3. Competence of their coUegues 
4. Time needed to rectify each fault in the machinery / equipment 
5. Short comings / likely deviations in the job plan given by their superiors 
6. Delivery schedules of the department 
7. Quality requirements of the output from their department. 
8. Current percentage rejection in the final product. 
9. Percentage rejection in their own department. 
10. Quality required for the inputs used in the dept. 
11. Working problems with the equipment / machinery in their departments. 
12. Over all delivery schedules 
13. Capacity of the machines / equipments 
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A.3.3.7. Involvement dimension 
1. Initiative to look for cost reduction in the use of materials / machinery / work 
processes. 
2. Bringing the instances of wastages to the notice of the superiors for remedial 
action. 
3. Sharing the knowledge with their collegues for bettering job performance 
4. Looking for knowledge / practices that enhance their job performance. 
5. Sense of belonging to the company. 
6. Taking remedial measures on the instances of wastages. 
7. Bringing the scope for cost reduction to the notice of the superiors. 
8. Feeling glad when the target is achieved in their respective department / 
company. 
9. Feeling proud in the achievements of the company. 
A.3.3.8. Rating dimension 
1. Rating of the competency available with the superiors for achieving required 
quality. 
2. Rating of the competency available with the superiors for maximising 
capacity utilization. 
A.3.3.9. Control dimensions 
1. Employees take "off" during duty hours. 
2. Reporting late for duties. 
3. Percentage of effective working time. 
A.3.3.10. Management focus 
1. Management should constantly focus on the control dimensions and rating 
dimensions. 
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2. Training modules should contain both awareness dimensions and involvement 
dimensions. But higher scoring should be assigned to involvement dimension 
while adopting it for career advancement, promotions, incentive payments etc. 
A.3.4. Freedom of work 
The question relating to the extent of freedom of work enjoyed by the employees 
raised earlier has been answered by subjecting the items of the freedom of work 
questionnaire for content analysis followed by factor analysis. The details are as 
follows: 
A.3.4,1. Content analysis 
Thirty items of the freedom of work provide a synoptic description of the 
significant aspects of extent of freedom enjoyed by the employees. It is found that 
freedom for adapting changes in work systems (0.70), freedom to take risky 
decisions (0.70) freedom to take advice in the context of jobs (0.67), freedom to 
identify and recognise good work (0.63), willingness to share the common 
facilities enjoyed by the superior (0.63), tolerating the subordinates directly 
talking to the management (0.63), tolerating and appreciating the laurels earned 
by the subordinates (0.60), adhering to the duties prescribed for each employees 
(0.60), behaviour of the superiors when the subordinates question the decision 
taken by them (0.58), commitment because of freedom (0.56) opportunities to 
make use of their skills (0.52), superiors do not commit without consulting the 
respective subordinate (0.48) no interference in the duties and responsibilities 
(0.48), superiors enjoying the common facilities made available for dept (0.47) 
superiors do not over rule the decision taken by the subordinates without 
convincing them (0.47) opportunities to discover, design new things (0.40), and 
obliging others in the overall interest of the company (0.40) are the major aspects 
indicated both by the managerial as well as non-managerial personnel. 
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The analysis shows that "freedom" aspect is fairly widespread across the 
respondents followed by "superiors attitude". Opportunities available, and 
enthusiasm to look for better systems in the interest of the company are also rated 
high in the validity index. 
It is evident that "freedom" dimensions have secured the highest validity ratings 
in the analysis and all the respondents opine that complete freedom in the work 
place will enhance the work culture and will enable them to contribute positively 
to output. Next comes the superiors attitude, and all positive attitudes by the 
superiors have secured high validity ratings. Superiors must learn to tolerate and 
appreciate innovative subordinates is the message. Opportunities made available 
secures third ranking in the order of validity rating. Opportunities to ignite the 
intelligence is the key in the success rating. It is interesting to note that items such 
as superiors do not change the work plan made by the subordinates, freedom to 
contact their counterparts in other sections to expedite jobs, employees feel proud 
in discharging their duties and responsibilities, employees work on their own 
individual styles, employees always look for waste reduction and cost reduction, 
discretion to make use of talents avaialble and attitude of the superiors when 
subordinates point out the mistakes of the superiors are sublime and not rated high 
in the validity index. 
A.3.4.2. The items removed for want of validity 
Empowerment of employees to act on their own in critical situations, employees 
are objective in their assessment, employees are free to behave in their own way, 
and sense of alienation are the items removed for want of validity. 
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A.3.4.3. Factor analysis 
In the freedom of work questionnaire, we have selected thirty instruments as 
value dimensions of freedom of work. But all the thirty items may not have equal 
weightage in reflecting freedom of work and the relative significance of the 
instruments is expected to vary. Further, improving, Controlling and monitoring 
all the thirty items simultaneously by the management will be a difficult task 
devoid of focussed attention. 
Therefore, in order to find out the most significant instruments among the thirty 
items, a factor analysis was done on the responses of the sample of 200 
respondents. To start with, responses of the 200 respondents to the 30 items of 
freedom of work questionnaire were intercorrelated. The correlation obtained 
were factor analysed using principal component method followed by varimax 
rotation. The factor analysis, herein, is adopted to identify the most significant 
instruments that account for the major proportion of variations in the freedom of 
work and to advice the management to focuss on these items for bettering the 
work culture. 
In fact, we have used four different techniques of factor analysis to locate 
the relatively significant instruments and selected the results from the approach 
which converges to zero in less number of iterations (factors). Few factors with 
high Eigen values (with high explanatory power) also indicate the synergetic 
cross effect of the different instruments. The results of the principal component 
analysis are presented in the following table. 
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Table A.3.5. 
Results of principal component analysis for freedom of work 
SI. No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
Factor 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
Eigen value 
6.10315 
3.85739 
3.16076 
2.43398 
2.31620 
1.98443 
1.79772 
1.39213 
1.18955 
1.09050 
0.92118 
0.77774 
0.70744 
0.61295 
0.49019 
0.44484 
0.35523 
0.31302 
0.30066 
0.24452 
0.19475 
0.10270 
0.08347 
0.05471 
0.03074 
0.02373 
0.01043 
0.00588 
0.0000 
Percentage of 
variation 
19.7 
12.4 
10.2 
7.9 
7.5 
6.4 
5.8 
4.5 
3.8 
3.5 
3.0 
2.5 
2.3 
2.0 
1.6 
1.4 
1.1 
1.0 
1.0 
0.8 
0.6 
0.3 
0.3 
0.2 
0.1 
0.1 
0.0 
0.0 
0.0 
Cumulative 
percentage 
19.7 
32.1 
42.3 
50.2 
57.6 
64.1 
69.9 
74.3 
78.2 
81.7 
84.7 
• 87.2 
89.5 
91.4 
93.0 
94.5 
95.6 
96.6 
97.6 
98.4 
99.0 
99.3 
99.6 
99.8 
99.9 
99.9 
100.0 
100.0 
100.0 
162 
Though this dimension needed 28 iterations to converge to zero, the first four factors 
alone could explain fifty per cent of the variations and first ten around 82 per cent. 
In other words, the remaining 18 factors (11-28) could explain only 18 per cent 
of the variation which indicates lesser synergestic cross effect in the later 
factor loadings. 
A.3.4.4. Norms for identification 
As in the commitment / involvement dimension. 
Table A.3.6. 
Freedom of work - Factor loadings 
Highly loaded items 
S. 
No. 
Item No. Instrument Loading 
4. 
00001 
00002 
00005 
00026 
Supervisors adhere to the duties and 
responsibilities prescribed for each employee 
(Do not ask them to do any work, other than 
prescribed duties and responsibilities) 
Superiors do not change the work pi 
employees make, to carry out their job" 
an, the 
Employees have the freedom for adapting 
changes in work systems / methods / technology 
etc., in their respective work areas except when 
additional expenditure is involved and/or do not 
disturb the co-systems 
Because of the freedom, the employees enjoy, 
they are satisfied with their respective jobs 
-0.74086 
-0.73299 
-0.80726 
0.70270 
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Table A.3.7. 
Freedom of work - Moderately loaded items 
Factor 1. 
S. 
No. 
Item 
No. Instrument Loading 
1. 
3. 
4. 
5. 
6. 
7. 
8. 
00003 
00004 
00008 
00012 
00022 
00023 
00029 
00030 
Superiors do not over rule the decisions taken by 
the subordinates, without convincing them on 
the need for the same 
Employees have the freedom for taking advices / 
opinions, from any one in the company, in the 
context of their jobs 
Employees feel proud in discharging their duties 
and responsibilities, in the company 
Employees get opportunities 
develop and design new things 
to discover, 
Though the employees complement the efforts 
put in by their colleagues, no interference is 
done in the duties and responsibilities of their 
colleagues 
Employees, in their respective work areas, have 
the discretion to make use of the talents available 
at the work place 
Subordinates seek clarification on the decision of 
the supervisors 
Superiors enjoy themselves the common 
facilities made available for the section / 
department 
-0.64598 
-0.66670 
-0.50846 
0.61066 
0.62654 
0.53600 
0.57380 
0.66924 
Factor 2 
S. 
No. 
1. 
2. 
Item 
No. 
00012 
00017 
Instrument 
Employees get opportunities to discover, 
develop and design new things 
Employees command respect in their respective 
work places, from co-employees and/or 
counterparts 
Loading 
0.57077 
-0.50052 
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s. 
No. 
3. 
4. 
5. 
Item 
No. 
00022 
00023 
00028 
Instrument 
Though the employees complement the efforts 
put in by their colleagues, no interference is 
done in the duties and responsibilities of their 
colleagues 
Employees, in their respective work areas, have 
the discretion to make use of the talents 
available at the work place 
If subordinates point out the mistakes of 
superiors the same is viewed as misconduct 
Loading 
0.60476 
0.54834 
-0.64880 
Factor 3 
S. 
No. 
1. 
2. 
3. 
Item 
No. 
00006 
00010 
00034 
Instrument 
Employees have the freedom to contact their 
counterparts in other sections, if requires to 
expedite their respective jobs 
Employees are getting opportunities to make use 
of all their skills and knowledge on their jobs 
Superiors do not tolerate the subordinates 
directly talking to the top management 
Loading 
0.54396 
-0.51544 
-0.63034 
Factor 4 
S. 
No. 
1. 
2. 
3. 
Item 
No. 
00007 
00013 
00015 
Instrument 
Superiors do not make commitment on matters 
connected with jobs, without consulting the 
respective employees 
Employees work on their own individual styles, 
within the framework of company discipline 
Employees are able to oblige, those work around 
them, in the overall interest of company's work 
Loading 
0.52231 
-0.58564 
-0.54760 
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Factor 5 
S. 
No. 
1. 
2. 
Item 
No. 
00029 
00033 
Instrument 
If subordinates seek clarification on the decision 
of the superiors it is viewed as 
Superiors do not tolerate the laurels earned by 
the subordinates 
Loading 
-0.50384 
0.53075 
Factor 6 
S. 
No. 
1. 
2. 
3. 
Item 
No. 
00010 
00019 
00031 
Instrument 
Employees are getting opportunities to make use 
of all their skills and knowledge on their jobs 
Employees always look for improved methods / 
systems, in their own work place 
If subordinates ask for share in the common 
facilities enjoyed by the superior 
Loading 
0.50073 
0.55138 
0.57711 
Factor 7 
S. 
No. 
1. 
Item 
No. 
00011 
Instrument 
Employees are "on their own" in the work area 
Loading 
0.57875 
From the results presented above, the following instruments are drawn for 
1. Training purposes 
2. Testing material and 
3. Management focus to sustain and develop work culture. 
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A.3.4.5. Training Instruments 
Whenever new recruits at the supervisory / manager levels are trained, or 
refresher / orientation courses are arranged for the in service managerial cadre 
employees, the training module should contain the following instruments of freedom 
of work. 
A.3.4.6. Supervisory / managerial dimension : Role of the manager / supervisor 
1. Adherence to the duties and responsibilities prescribed for each employee 
(Avoidance of adhocism and ensuring definiteness and certainty) 
2. Not to change the work plan of the employees frequently 
3. Not to over rule the decision taken by the subordinates without convincing 
them the need for the same. 
4. No unnecessary interference in the duties and responsibilities of the 
subordinates (Avoidence of policing) 
5. Superiors should clarify willingly when the subordinates seek clarifications 
on the decision taken by them [should not view as insubordination when the 
subordinates seek clarification on the decision taken]. 
6. Superiors should not enjoy themselves the common facilities made available 
for the section / department. 
7. If subordinates point out the mistakes of the superiors the same is not viewed 
as misconduct. 
8. Superiors do not make commitment on matters connected with jobs, without 
consulting respective employee 
9. Superiors tolerate the subordinates directly talking to the management. 
10. Superiors tolerating and appreciating the laurels earned by the subordinates 
11. Willingness to share the common facilities enjoyed by the superior. 
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A.3.4.7. Freedom dimension 
This dimension involves freedom 
1. To adopt changes in the work systems / methods / technology without 
affecting co-system / finance. 
2. To accept advice / opinions from any one in the organisation in the context of 
their job. 
3. To contact their counter parts in other sections to expedite their jobs. 
4. To work in their own individual style, within the broad framework of the 
company. 
5. To oblige others in the overall interest of the company. 
6. To be on their own in the work area. 
7. Discretion to make use of the talents available at the work place. 
A.3.4.8. Opportunities dimension 
1. Opportunities to discover, develop and design new things 
2. To make use of all their skills and knowledge 
3. To look for improved methods / systems in their work place. 
A.3.4.9. Positive features 
1. Job satisfaction because of freedom they enjoy 
2. Feeling proud in discharging their duties and responsibilities 
3. Commanding respect in their work place from collegues / counter parts. 
A.3.4.10. Management focus 
1. Management should periodically arrange refresher / orientation programmes 
both for the managerial as well as non-managerial personnel and in the 
course module, supervisory / managerial dimensions identified by this study 
must find a place. 
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2. Management must periodically ensure the availability of at least these 
freedoms to the employees and check the inclusion of these dimensions in the 
orientation module to the supervisory / managerial personnel. 
3. Management must also provide the opportunities identified under the 
"opportunities dimension" to the energetic and enthusiastic employees to 
innovate and excel. 
4. If these instruments are duly incorporated, no doubt the positive features will 
prevail in the organisation paving the way for better performance in a cordial 
environment. 
A.3.5. Nature of Supervision 
The issue regarding the absence of close supervision was tested by subjecting the 
items of the ACS (Absence of Close supervision) questionnaire for content 
analysis followed by factor analysis. The details are as follows. 
A.3.5.1. Content analysis 
Thirty items of the ACS provide a synoptic description of the significant aspects 
of absence of close supervision in the organisation. Close supervision or close 
policing is an indication of lack of faith in the competence or honesty or integrity 
or capability of the employee and will be resented squarely by sincere employees. 
Further, it will demotivate and impair commitment / involvement. Hence absence 
of close supervision or minimum supervision is considered one of the dimension 
which will encourage the employees to contribute positively and intum sustain 
and develop work culture in an organisation. It is found that supervisors spending 
more time for planning and development with regard to the jobs to be carried out 
(0.88), no interruptions in the normal working in the case of absence of supervisor 
(0.74), very rarely subordinates absent from duties without informing superiors 
(0.70), subordinates are told of the delivery schedules (0.70), subordinates are told 
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of the quality standards to be achieved (0.63), superiors call for explanations for 
any deviations (0.60), always one or two subordinates down the line to take over 
the position of the supervisor (0.60), subordinates have the feeling of self 
responsibility for the quality and output (0.54), opportunities are given to update 
their knowledge and skill (0.52), subordinates are told on the cost limitations of 
the job (0.52), new hands are given job training by the senior / experienced old 
hand (0.52), cost reduction is not considered as the concern of "Boss " alone 
(0.48), wherever possible subordinates make alternate arrangements to carry out 
work (0.48), superiors reluctant to delegate authorities which affect smooth 
working (0.47), superiors spend less time in giving instructions (0.47), superiors 
act promptly where remedial measures are beyond the scope of subordinates 
(0.46), superiors not fully utilising the competence of subordinates (0.43), 
superiors utilising the common facilities sparing very little for Subordinates 
(0.43), superiors do not shoulder over all accountability in case of a crisis (0.42), 
delegation of responsibility (0.42), feedback mechanisms (0.40), superiors work 
as motivators / facilitators and not as fault finders (0.40), welcoming suggestions 
in the context of the bettering performance (0.40) are the major aspects indicated 
with by the managerial as well as non-managerial personnel. The analysis shows 
that "superiors behaviour" aspect is rated very high and is fairly widespread 
across the respondents followed by "infonnation aspect". Having faith on the 
subordinates, delegation of authority, feed back mechanism and welcoming 
suggestions to better performance are also rated high in the validity index. It is 
evident that "superior's behaviour" dimension has secured the highest validity 
index in the analysis and most of the respondents opine that superiors work as 
motivators / facilitators will sustain and improve work culture and will enable to 
contribute positively to output. 
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Next comes the information aspect. Information regarding delivery schedules, 
quality standards, feeling of self responsibility, cost limitations, freedom and 
opportunities to introduce innovations have also secured high validity ratings. 
Superiors using the common facilities, superiors not shouldering overall 
accountability in crisis, delegation of authority and responsibility are sublime and 
rated moderately in the validity index. 
Only two items viz., superiors do not sit on the shoulders of the subordinates to see that 
the work is carried out (0.25), conflicts between superiors and subordinates concerning 
work related activities (0.20) were removed from the analysis for want of validity. 
A.3.5.2. Factor analysis 
In the ACS questionnaire, we have selected thirty instruments as value dimensions of 
work culture. But all the thirty items may not have equal weightage in reflecting 
ACS and the relative significance of the instruments is expected to vary. Further, 
monitoring and controlling all the thirty items by the management will be a 
difficult task. 
Therefore, in order to find out the most significant instruments, a factor analysis 
was done on the responses of the sample of 200 respondents. To start with, 
responses of the 200 respondents to the 30 items of ACS questionnaire were inter 
correlated. The correlation obtained were factor analysed using principal 
component method followed by varimax rotation. Infact, we have used four 
different techniques of factor analysis to locate the relatively significant 
instruments and selected the results from the approach which converges to zero in 
fewer interations (factors). Few factors with high Eigen values (with high 
explanatory power) also indicate the synergetic cross effect of the different instruments. 
The results of the factor analysis are presented in the following pages. 
171 
A.3.5.3. Reliability co-efficients 
N of cases : 30 
Correlation between forms 
Guttman split half 
Alpha for part 1 
N of items = 8 
= 0.8792 Equal length Spearman -Brown = 0.9357 
= 0.9304 Unequal length Spearman-Brown= 0.9357 
= 0.8349 Alpha for part 2 =0.9016 
Table A.3.9. 
Results of principal component analysis for ACS 
SI. No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Factor 
1 
2 
3 
4 
5 
6 
7 
8. 
Eigen value 
5.46018 
1.03421 
0.43045 
0.36572 
0.27920 
0.20488 
0.15774 
0.06762 
Percentage of 
variation 
68.3 
12.9 
5.4 
4.6 
3.5 
2.6 
2.0 
0.8 
Cumulative 
percentage 
68.3 
81.2 
86.6 
91.1 
94.6 
97.2 
99.2 
• 100.0 
It is evident from the table that first eight factors could explain the entire variation 
in Absence of Close Supervision and the first factor alone accounts for 68.3 per cent 
of the variation which shows synergetic cross effect of the various instruments used 
in the study. 
A.3.5.4. Norms for identification : As in commitment / involvement section 
Table A.3.10. 
Absence of close supervision : Details of loadings 
Highly loaded items 
Factor 1 
S.No. 
1. 
Item 
No. 
00027 
Instrument 
Whenever responsibilities are delegated to an 
employee appropriate authorities are also delegated 
Loadings 
0.70435 
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Factor 6 
1. 00005 Subordinates are told on the delivery schedules of 
the job and the extent of penalties involved for 
delayed deliveries 
0.78848 
Table A.3.11. 
Absence of close supervision - Moderately Loaded Items 
Factor 1 
2. 
3. 
00003 
0008 
00010 
00018 
00021 
00025 
00026 
Subordinates are told on the standards of 
qualities to be achieved 
Whenever a new job / procedure / system is 
carried out, the superior is readily available to 
the subordinate, till such time, the subordinate is 
ready / willing to carry out the job independently 
Superiors delegate responsibility to subordinates, 
taking the competence of the subordinates into 
consideration 
Superiors spend less than 50% of their time in 
giving instruction to subordinates and for on the 
spot supervision of work 
Whenever possible subordinates make alternate 
arrangement with their colleagues to carry out 
any urgent work in their absence, so that their 
absence do not lead to non-achieving of targets. 
The wastage of raw material, consumables, 
tools, times, etc, is not considered as the concern 
of the 'Boss'alone 
There is always one or two subordinates down the 
line to take over the position of the superior in case 
the superior is promoted or separated, by way of 
transfer or resignation 
-0.64900 
-0.69358 
0.55439 
0.60340 
0.59810 
-0.59668 
0.60952 
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Factor 2 
1. 
2. 
3. 
4. 
00001 
00002 
00019 
00026 
Subordinates are given opportunities to update 
their knowledge and skill with reference to their 
job 
Subordinates are fully apprised on the scope of 
the job assigned to them 
Supervisors spent more than 50% of their time 
for planning and development activities, with 
regard to the jobs to be carried out 
There is always one or two subordinates in down 
the line to take over the position of the superior 
in case the superior is promoted or separated, by 
way of transfer or resignation 
-0.54763 
-0.61571 
0.63652 
0.63430 
Factor 3 
2. 
00006 
00011 
00019 
00030 
Supervisors spell out to the subordinates every 
minute details of the job to be processed 
Superiors have confidence in the competence of 
subordinates 
Supervisors spent more than 50% of their time 
for planning and development activities, with 
regard to the jobs to be carried out 
There are conflicts between superiors and 
subordinates, concerning the work related 
activities 
-0.55039 
-0.55170 
0.61705 
0.64032 
Factor 4 
1. 
2. 
3. 
4. 
00011 
00012 
00013 
00023 
Superiors have confidence in the available 
competence of subordinates 
Subordinates give at specified stages, feedback 
to the superiors for monitoring 
Superiors act promptly, whenever needed, on 
getting feedback on the job and where remedial 
measures are beyond the scope of the subordinates 
There is no interruptions in the normal working 
in the case of occasional absence of the superior 
0.58863 
0.60599 
0.62961 
-0.65983 
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Factor 5 
1. 
2. 
00013 
00017 
00022 
Superiors act promptly, whenever needed, on 
getting feedback on the job and where remedial 
measures are beyond the scope of the 
subordinates 
Superiors do not shoulder, overall accountability 
in case of a crisis 
Subordinates have the feeling of 'self 
responsibility' for the quality and output, as they 
carry out the job, on their own 
-0.50309 
-0.50977 
0.55569 
Factor 8 
1. 00029 Superiors are holding all authorities, which they 
are reluctant to delegate to subordinates, and this 
is affecting the smooth working in the 
department 
0.62608 
Factor 9 
1. 00001 Subordinates are given opportunities to update 
their knowledge and skill with reference to their 
job 
0.53846 
From the results presented above, the following instruments are drawn for 
a. Training material 
b. Testing inventory and 
c. Management focus to sustain and develop work culture. 
A.3.5.5. Training instruments 
Whenever new recruits at the supervisory / managerial levels are trained or 
refresher / orientation courses are arranged for the in service managerial / 
supervisory cadre employees, the training module should contain the following 
instruments relating to Absence of Close Supervision. 
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A.3.5.6. Information aspects 
Clear and unambignous information regarding 
1. Delivery schedules 
2. Penalties involved for delayed deliveries 
3. Standards of quality to be achieved 
4. Scope of the job assigned to them 
A.3.5.7. Superior behaviour / attitude 
1. Whenever new job is carried out the superior is readily available till such time 
the subnordinate is ready to take up the job independently. 
2. Superior spend minimum time in giving instructions 
3. Minimum time for on the spot supervision 
4. Superiors spent maximum time for planning and development activities 
5. Having confidence and faith on the competence of the subordinates 
6. Superiors act promptly on getting feed back and remedial measures taken 
7. Should shoulder over all accountability in case of a crisis. 
8. Delegation of responsibility with authority 
9. Reluctance to delegate authority 
A.3.5.8. Subordinates bahaviour / attitude 
1. In the absence of superior, subordinates make alternate arrangements to carry 
out urgent work. 
2. Subordinates see that the targets are achieved even in the absence of superiors. 
3. Wastage is not the concern of Boss alone. 
4. One or two down the line to take over the position of the superior. 
5. Subordinates give feedback for monitoring. 
6. Ensuring no interruption in the normal working 
7. Having the feeling of self responsibility for quality and output. 
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A.3.5.9. Opportunities 
1. Subordinates are given opportunities to update their knowledge and skill. 
A.3.5.10. Others 
1. Superiors holding all the authorities 
2. Conflicts between superiors and subordinates. 
A.3.5,11. Management focus 
Management should focus on the following 
1. Periodical orientation programmes especially for the supervisory / managerial 
cadre level employees and inclusion of these instruments in the training 
module. 
2. Ensuring the delegation of authority while delegating responsibility. 
3. Provision of sufficient opportunities for the energetic and innovative subordinates 
4. Effective feedback mechanism and remedial action taking unit and 
5. Conflict solving mechanism. 
A.3.6. Reward Orientation 
The question relating to the nature and extent of reward orientation raised earlier 
has been answered by subjecting the items of the reward orientation questionnaire 
for content analysis followed by factor analysis. 
A.3.6.1. Content Analysis 
Thirty items of the reward orientation profile provide a synoptic description of the 
significant aspects of reward orientation observable in the organisation. It is found 
that company promotions have to be earned on merit (0.85), reward for house 
keeping (0.81), encouragement to higher academic studies (0.78), reward for early 
project completion or cost reduction (0.75), reward for general proficiency (0.75), 
reward for energy economy (0.75), reward for higher contribution (0.72), 
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incentive for higher productivity (0.70), encouragement to discuss improvement 
plans (0.70), award for high attendance (0.68), recognition for additional 
qualifications (0.67), monitoring of the energy consumption (0.67), monitoring of 
accidents (0.63), orientation programmes (0.63), recognition for winning prizes in 
the competition (0.63), award for minimum rework (0.63), efficacy of reward 
schemes (0.60), preference for internal candidates (0.60), reward for low 
accidents (0.60), High employee morale (0.56), high concern for safety (0.56), 
keeping the external expertise to the minimum (0.52), efficacy of incentive 
schemes (0.52) and pat on the back for additional work (0.48) are the major 
aspects indicated both by the managerial as well as non-managerial personnel. 
In other words, we find 'reward' aspect is widespread across the respondents 
followed by HRD, monitoring of accidents, concern for energy economy, efficacy 
of incentive schemes and due recognition for good work done by the employees. 
The analysis shows that 'reward' based on merit is rated very high followed by reward 
for house keeping and recognition for additional qualifications. Monitoring energy 
consumption, accidents monitoring, orientation programmes, efficacy of reward schemes 
and preference for internal candidates in promotions are also rated high in the validity 
index. Majority of the respondents believe that promotions based on sheer merit will 
improve work culture and motivate the employees contribute positively to output. 
A.3.6.2. Items removed for want of validity 
Employees giving suggestions to improve working (0.22), competition among sections 
for house keeping (0.14), recognition of children's of employees who win prizes (0.16), 
company identify talents in Arts, sports, etc. of the employees and encourage 
(0.26), recognition for environment protection (0.26). recognition of out of turn 
initiatives (0.12) efficacy of suggestion schemes (0.16) and social responsibility 
issues (0.12) are some of the items removed for want of validity. 
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Many organisations do not invite suggestions on important issues and when an 
employee voluntarily gives suggestion, they are not taken very seriously. Hence 
the low rating. The surprise is that we have included seven items on social 
responsibility issues and all the seven items were removed for want of validity. 
Eventhough the fulfilment of social responsibilities by a business organisation is 
emphasized in every fora it seems that the companies are evasive in fulfilling 
them as the results show. 
A.3.6.3. Factor Analysis 
In the reward orientation inventory, we have selected thirty items as valid 
instruments of work culture. But all the thirty items may not have equal weightage 
in reflecting reward orientation and the relative significance of the instruments is 
expected to vary. Further, monitoring and controlling all the thirty items by the 
management will also be a difficult task. Therefore, in order to find out the most 
significant instruments, a factor analysis was done on the responses of the sample 
of 200 respondents. To start with responses of the 200 respondents to the 30 items 
of reward orientation questionnaire were intercorrelated. The correlation obtained 
were factor analysed using principal component method followed by varimax 
rotation. In fact we have used four different techniques of factor analysis to locate 
the relatively significant instruments and selected the results from the approach 
which converges to zero in few iterations (factors). Few factors with high EIGEN 
values (with high explanatory power) also indicate the synergetic cross effect of 
the different instruments. The results of the factor analysis are presented below : 
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Table A.3.13. 
Reward orientation inventory 
Factor 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Eigen value 
5.85862 
4.78731 
3.90434 
3.40545 
3.22530 
2.70234 
2.53716 
2.27666 
2.13977 
1.87290 
1.51867 
1.45294 
1.33906 
1.25100 
1.18288 
1.05052 
0.88566 
0.71207 
0.67174 
0.59653 
0.52221 
0.49414 
Pet of Var 
12.7 
10.4 
8.5 
7.4 
7.0 
5.9 
5.5 
4.9 
4.7 
4.1 
3.3 
3.2 
2.9 
2.7 
2.6 
2.3 
1.9 
1.5 
1.5 
1.3 
1.1 
1.1 
Cum Pet 
12.7 
23.1 
31.6 
39.0 
46.0 
51.9 
57.4 
62.4 
67.0 
71.1 
74.4 
77.6 
80.5 
83.2 
85.8 
88.1 
90.0 
91.5 
93.0 
94.3 
95.4 
96.5 
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Factor 
23 
24 
25 
26 
27 
28 
29 
Eigen value 
0.37471 
0.32188 
0.31065 
0.26988 
0.20410 
0.13152 
0.0000 
Pet of Var 
0.8 
0.7 
0.7 
0.6 
0.4 
0.3 
0.0 
Cum Pet 
97.3 
98.0 
98.7 
99.3 
99.7 
100.0 
100.0 
It is evident from the table that the Eigen value converges to zero in 28 factors 
indicating very low explanatory power of the later factor loadings. Infact, the first 
six factors could account for 51.9 per cent of the variations. But to explain the 
remaining 48.1 per cent of the variations, we needed another 22 iterations which 
indicates that the synergetic cross effect across the instruments cannot be 
considered very high because of more number of iterations. 
Table A.3.14. 
Reward orientation - Details of loadings 
Highly loaded items 
Factor: 1 
00011 
Factor; 3 
00037 
Factor: 5 
00044 
Employees who win prize / certificates etc. from 
competition held by public institutions are given 
recognition by the company by way of cash awards / 
merit certificates etc. 
The high attendance award scheme is working well. 
Bringing in external expertise in kept to a minimum 
-0.75301 
0.7337 
0.71157 
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Table A.3.15. 
Moderately Loaded Items 
Factor: 1 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
00002 
00007 
00014 
00028 
00029 
00031 
00033 
00034 
00035 
Employees who are found to have minimum rework 
or rejection are rewarded 
Sections who consistently bring down accident rates 
are rewarded 
Employees, who acquires additional qualification 
during the service period are given recognition (by 
way of additional increments / promotion / 
reimbursement of fee etc. 
The award scheme for minimum rework and 
rejection is working well 
The suggestion scheme of the company is known to 
all the employees 
Subordinates go to their superiors to discuss on 
improvement plans connected with their work and 
subordinates are never turned away from such 
discussions, by the superiors. 
There is high concern for safety among the 
employees 
The house keeping reward scheme is known to all 
the employees. 
The house keeping reward scheme is working well 
0.51737 
-0.52453 
-0.62044 
-0.56013 
0.61085 
0.53248 
0.68798 
0.51309 
0.54862 
Factor 2 
1. 
2. 
3. 
4. 
5. 
00005 
00006 
00016 
00026 
00034 
Production centres who bring down energy 
consumption are rewarded 
Mandays lost, loss of production, human disability 
etc. on account accidents on the job are monitored 
Employees whose contribution results in early 
project completion or reduction in estimated cost of 
project are rewarded 
The Incentive Scheme of the company is working well 
The house keeping reward scheme is known to all 
the employees 
0.61725 
0.51579 
-0.51221 
-0.66726 
0.50513 
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Factor 3 
1. 00006 Mandays lost, loss of production, human disability 
etc. on account accidents on the job are monitored 
-0.54491 
Factor 4 
1. 
2. 
00020 
00022 
Company encourages employees to take up 
higher academic studies, by providing tuition 
fee. Special leave with pay for days of 
examinations, etc. 
In this company an employee can expect a pat on 
the back for anything done beyond the normal call 
of minus duty 
-0.63950 
0.68132 
Factor 5 
1. 00013 Employees who possess high percentage of 
attendance are rewarded 
0.53852 
Factor 6 
There is consistent monitoring of energy 
consumed per unit of production 
00004 -0.57583 
Factor 7 
1. 
2. 
00016 
00019 
Employees whose contribution results in early 
project completion or reduction in estimated cost 
of project are rewarded. 
While selecting for higher positions, internal 
candidates qualified and eligible are given 
preference over external candidates 
0.53418 
-54606 
Factor 9 
1. 00014 Employees, who acquire additional qualification during the service period are recognised -0.57550 
Factor 10 
1. 00032 There is high concern on energy utilisation 
among the employees 
0.51965 
Factor 12 
1. 00001 Employees who contribute more than standard 
norms of output one rewarded 
-0.5336 
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Based on the results presented above, the following instruments are drawn for 
a. Training purposes 
b. Orientation inventory 
c. Testing material and 
d. Management focus, to sustain and develop work culture. 
A.3.6.4. Management Focus 
1. Employees who win prizes in competitions are recognised. 
2. Award for high attendance. 
3. Reward for minimum rework or rejection. 
4. Reward for bringing down accident rate consistently 
5. Recognition for additional qualifications. 
6. Reward for good house keeping. 
7. Implementation of suggestion scheme - mere placing of suggestion box won't 
do. Management should invite pointed suggestions on important issues. 
8. Monitoring accidents 
9. Reward for less energy consumption. 
10. Reward for early project completion / cost reduction 
11. Incentive scheme is working well. 
12. Encouragement to higher academic studies. 
13. Pat on the back for additional work / responsibility. 
14. Preference for internal candidates in promotion. 
15. Reward for higher contribution. 
16. Reward for good suggestions by the employees. 
184 
A.3.6.5. Orientation 
1. Willingly discussing improvement plans with subordinates. 
2. High concern for safety 
3. Monitoring accidents 
4. Monitoring energy consumption. 
5. Employees work on their own conviction. 
A.3.7. Conclusion 
Though there are number of instruments to measure organisational culture, no 
systematic study is available on work culture. This study was under taken to fill 
this gap and we have developed instruments on four dimensions exclusively to 
focus on work culture. The reliability and validity of the instruments were tested 
with reference to pilot sample and the responses of the main sample were used to 
draw the most significant instruments under each dimension. 
We have fairly succeeded in identifying the vital instruments of work culture and 
they are extracted through Factor Analysis out in each section. If the management 
concentrates on these instruments, they will develop and sustain work culture in 
any organisation. 
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APPENDIX - 4 
Date: 
Executive DBA Thesis on carried out by 
UNITS 
Data Collection : Response Sheets 
WORK CULTURE AND WORK PERFORMANCE 
P.S.V. Menon R. No. 139510053 (AMA) 
m Ltd / TataFone Ltd, Palakkad 
To the Respondent: 
Please Give your view on the factors listed below. There is no right or wrong answer. 
Your frank answers are the best. Your response will be kept confidential and will not be 
made available to your superiors. If any of the factors is not seen applicable to you 
please write : N.A. (Not applicable) 
0 
Fl. EMPLOYEE COMMITMENT / INVOLVEMENT (No. of factors listed 41) 
Respond on the degree of closeness of the 
awareness on a scale 
1 2 3 4 5 
1. 
3. 
5. 
Not at all 
Aware to a Limited Extent 
Fully Aware 
Please tick. 
2. 
4. 
Heard superiors talking on 
Aware to 
. appropriate response, against each 
a large extent 
this 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
Employees are aware of the company's annual 
targets 
Employees are aware of their respective 
department's targets for the year/month/week 
(as applicable to the work area) 
Employees are aware of the capacity of the 
Machines/ equipments, they handle 
Employees are aware of the work plan in their 
respective departments 
Employees are aware of the overall/total work 
processing in their respective departments 
Employees are aware of the competence of 
their colleagues in their respective 
departments 
Employees are aware of the working 
problems with the equipments / machinery in 
their own departments 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
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08. 
09. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Employees are aware of the time needed for 
rectifying each nature of faults, if any, with 
the machines / equipments, in their own 
departments 
Employees are aware on the expHcit 
indications of a low quality raw material or 
tool used in their own departments 
Employees are aware of the standards of 
quality required for the raw materials used in 
their own departments 
Employees are aware of the standards of 
quality requirements of processed / 
manufactured output / product from their own 
departments 
Employees are aware of quality requirements 
of the final product 
Employees are aware of the present 
percentage rejection in their own departments 
Employees are aware of the present 
percentage rejection in the final product 
Employees are aware of the delivery schedule 
from their own departments 
Employees are aware of the overall delivery 
schedules of the company number of product 
units / day or per week or per shift 
II. Respond on the degree of competence / shortcomings on a scale 1 to 5 
1. Below average / Near 2. Average / Rarely 
3. Above Average / Sometimes 4. Good / Frequently 
5. Very good / Always 
Please tick ... appropriate response, against each 
17. 
18. 
The competency available with our superiors 
for achieving reduced rejection / required 
quality standard is found to be 
The competency available with out superiors 
for maximising capacity utilisation is found 
to be 
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19. 
20. 
The awareness of employees on the short 
comings/ likely deviations on job plan given 
by their respective superiors is found to be 
The employees are found to discuss with their 
respective superiors for rectification of short 
comings/ likely deviations of the job plans, 
prior to implementation 
III. Respond on the degree of closeness of the work behaviour on a scale 1 to 5 
1. Never 2. Rarely 
3. Sometimes 4. Frequently 
5. Invariably / regularly 
Please tick ... appropriate response, against each 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
Employees identify instances of wastages 
(time / materials / machine time / manpower / 
touclings etc.) in their work areas 
Employees take remedial measures (if such 
measures are within their work limit) on the 
identified instances of wastages 
Employees bring the identified instances of 
wastages to the notice of their superiors for 
remedial action - irrespective of such s 
Employees bring the identified instances of 
wastages to the notice of their superiors for 
remedial action-irrespective of such instances 
can be remedied with in their own limits 
Employees look for identification of scope for 
cost reduction in the use of materials / 
machinery / work process etc. 
Employees bring the identified scope for cost 
reduction to the notice of their respective 
superiors for follow up action, irrespective of 
whether such follow up actions are with in 
their own scope of work 
Employees bring the identified scope for cost 
reduction to the notice of their respective 
superiors for follow up action, only if such 
follow up actions are outside the scope of 
their own work 
1 
J L 
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28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
Employees normally work over and above 
their duty hours (with out OT) for completing 
an assigned job, involving them in time 
Employees report late for duties 
Employees take off from duty hours 
Employees come to work outside their duty 
hours in order to associate with those of their 
colleagues who are working on completion of 
job in time 
Employees learn and put into practice any 
new system / practice / method, available 
from outside the company for the productivity 
improvement in the company 
Employees share with their colleagues, their 
know-ledge / skill, for the betterment of job 
performance 
Employees try to create better understanding 
among themselves, by discussing and 
exchange of data, on matters connected with 
job performance, for overall improvement of 
their contributions in the work area 
Inside and outside the company, employees 
look for knowledge / practices that will 
provide for the betterment of job performance 
in their own work area or that of the company 
Superiors, seek the views of subordinates, on 
an issue related with their role, before taking a 
decision 
2 
2 
2 
3 
3 
3 
4 
4 
4 
IV. Respond on the degree of reaction of the employees on a scale 1 to 5 with following 
1. Never 2. Rarely 
3. Sometimes 4. Usually 
5. Invariably 
Please tick ... appropriate response, against each 
37. Employees feel glad when they come to know 
of a target achieved in their own department 
or in any other work area in the company 
38. Employees feel proud in the achievements of 
the company or that of their colleagues 
1 
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39. Employees have a sense of belonging to the 
company (for eg. Expressions like. 'I work for 
Maruthi'. Maruthi is my Co.' etc) 
V. 
40. 
Respond on a scale 1 to 5 
1. Less than 50% 
3. Between 76-86% 
5. 100% 
Please tick ... appropriate response, against each 
2. Between 50-75% 
4. More than 85% 
On an average, the percentage of effective 
working time of my colleagues, out of the 
designated working time is 
1 
VI. Respond on a scale 1 to 5 
1. Invariably 2. Frequently 
3. Sometimes 4. Rarely 
5. Never 
Please tick ... appropriate response, against each 
41. In this company, the experience of employees 
is that they have to idle the working time on 
account of waiting for job / instruction / tool 
or due to equipment breakdown / want of raw 
materials / defective materials / tools, want of 
structured assistance (Human / Mechanical) 
or any other cause 
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APPENDIX -5 
Date: 
Executive DBA Thesis on carried out by 
Data Collection : Response Sheets 
WORK CULTURE AND WORK PERFORMANCE 
P.S.V. Menon R. No. 139510053 (AIMA) 
UNITS ITI Ltd / TataFone Ltd, Palakkad 
To the Respondent: 
Please Give you view on the factors Hsted below. There is no right or wrong answer. 
Your frank answers are the best. Your response will be kept confidential and will not be 
made available to your superiors. If any of the factors is not seen applicable to you 
please write : N.A. (Not applicable) 
Fl. Freedom of Work (No. of factors listed 28) 
Respond on the degree of closeness of your 
response, by .... marking on a scale 
1 2 3 4 5 
1. Quite False 
3. Somewhat True 
5. Very True 
Please tick.. 
2. False 
4. True 
. appropriate response, against each 
01. 
02. 
03. 
04. 
05. 
Supervisors adhere to the duties and 
responsibilities prescribed for each employee 
(Do not ask them to do any work, other than 
prescribed duties and responsibilities 
Superiors do not change the work plan, the 
employees make to carry out their jobs 
Superiors do not over rule the decisions taken 
by the subordinates, without convincing them 
on the need for the same 
Employees have the freedom for taking 
advices / opinions, from any one in the 
company, in the context of their jobs 
Employees have the freedom for adapting 
changes in work systems / methods / 
technology etc. in their respective work areas 
except when additional expenditure is 
involved and/or do not disturb the co-systems 
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06. 
07. 
08. 
09. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
Employees have the freedom to contact their 
counterparts in other sections, if required to 
expedite their respective jobs 
Superiors do not make commitment on matters 
connected with Jobs, with out consulting the 
respective employees 
Employees feel proud in discharging their 
duties and responsibilities, in the company 
Employees at each level are empowered to act 
on their own in a critical situation, in the best 
interest of the work 
Employees are getting opportunities to make 
use of all their skills and knowledge on their 
jobs 
Employees are 'on their own' in the work area 
Employees get opportunities to discover, 
develop and design new things 
Employees work on their own individual 
styles, with in the frame work of company 
discipline 
Employees take risky decisions, at their own 
level 
Employees are able to oblige their work around 
them, in the overall interest of company's work 
Employees are able to improve on their 
competence while at work. 
Employees command respect in their 
respective work places, from co-employees 
and/or counterparts 
Employees always look for waste reduction 
and cost reduction, in their own jobs 
Employees always look for improved 
methods / systems, in their own work place 
Employees are able to identify and recognise 
good work done in their own work places 
In the work place, at each level, employees 
are objective in their decisions / assessments 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
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22. 
23. 
24. 
25. 
26. 
27. 
28. 
Though the employees complement the 
efforts put in by their colleagues, no 
interference is done in the duties and 
responsibilities of their colleagues 
Employees, in their respective work areas, 
have the discretion to make use of the talents 
available at the work place 
Employees are free to get on with their 
colleagues and counterparts, in their own 
way, in the company 
Commitment to the job, each employee has is 
on account of the freedom of work each 
employee enjoys in the work place 
Because of the freedom of work employees 
enjoy, they are satisfied with their respective 
jobs 
There exists an alienation of each employee 
with the company on account of a feeling 
with each employee that he is 'no body' in the 
company 
If subordinates point out the mistakes of 
superiors the same is viewed as 
1. 
2. 
3. 
4. 
5. 
Misconduct 
Not tolerated 
Considered passive 
Is welcomed 
is encouraged 
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APPENDIX -6 
Date: 
Executive DBA Thesis on carried out by 
UNITS 
Data Collection : Response Sheets 
WORK CULTURE AND WORK PERFORMANCE 
P.S.V. Menon R. No. 139510053 (AIMA) 
ITI Ltd / TataFone Ltd, Palakkad 
To the Respondent: 
Please Give you view on the factors listed below. There is no right or wrong answer. 
Your frank answers are the best. Your response will be kept confidential and will not be 
made available to your superiors. If any of the factors is not seen applicable to you 
please write : N.A. (Not applicable) 
F4. REWARD ORIENTATION (No. of factors listed 46) 
Give your response on a scale of I to 5 in respect of the following statements 
[I. Never 2. Rarely 3. Occassionally 4. Frequently 5. Invariably] 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
Employees who contribute more than the 
standard norms of output are rewarded 
Employees who are found to have minimum 
rework or rejection are rewarded 
Employees who give suggestions to improve 
any aspect of the working of the company are 
rewarded 
There is consistent monitoring of energy 
consumed per unit of production 
Production centres who bring down energy 
consumption are rewarded 
Mandays lost, loss of production, Human 
disability etc., on account accidents on the job 
are monitored 
Sections who consistenly bring down accident 
rates are rewarded 
Wide publicity given by way of hoardings 
House magazines etc on rewards given to 
employees 
Programmes are held in order to create better 
awareness on safety, House keeping, 
suggestions for work improvements etc 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
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10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
Various sections compete among themselves 
to be the best house keeping section 
Employees who win prizes / certificates etc 
from competition held by public institutions 
are given recognition by the company by the 
way of cash awards / merit certificates etc 
Children of employees who win prizes / 
certificates / outstanding victory in 
examinations etc are given recognition by the 
company by way of cash awards / merit 
certificate etc 
Employees who possess high percentage of 
attendance are rewarded 
Employees, who acquires additional 
qualification during the service period are given 
recognition (by way of additional increments / 
promotion / reinbursement of fee etc) 
Company identify and recognise talents in 
Arts, literature, sports, games etc. 
Employees whose contribution results in eariy 
project completion or reduction in estimated 
cost of project are rewarded 
Employees who made contributions for social 
causes in the environment (on their own and 
outside working hours) are recognised and 
encouraged. 
2 
2 
3 
3 
1 2 
1 2 
4 
4 
5 
5 
II Response on a scale of 1 to 5, of the following 
1. Quite false 2. False 
3. Somewhat True 4. True 
5. Very True 
18. 
19. 
20. 
In this company promotions are to be earned 
on merit and the same are not given on time 
bound basis - no. of years service put in 
While selecting for higher positions internal 
candidates qualified and eligible are given 
preference over external candidates 
Company encourages employees to take up 
higher acccademic studies, by providing 
tuition fee, special leave with pay for days of 
examinations etc 
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21. 
22. 
23. 
24. 
In the company, effective contribution made 
to one's job is the only criterion for better 
service benefits and not 'Politics' 
[Politics mean : Favouritism, manipulation, 
influence by VIPs etc] 
In this company an employee can expect a 
'pat on the back' for anything done beyond 
the normal call of duty ('You have done good 
job' 'keep it up' etc) 
One is always encouraged to take decision 
when called up on, even if it is risky on the 
job because an out of turn initiative is always 
recognised by the superiors 
Employees are having a high morale with the 
result that they don't allow to miss a target 
fixed 
m. Respond to the following statements : concerning your company or work area, 
indicating the closeness of your response by making on a scale 1 2 3 4 5 
where 
1. Not at all 
3. Well 
5. Fully well 
2. Little 
4. Reasonably well 
25. 
26. 
27. 
28. 
29. 
30. 
The incentive scheme of the company is 
known to all the employees 
The Incentive scheme of the company is 
working well 
The award scheme for minimum 're-work' 
and 'rejection' are known to all the employees 
The award scheme for minimum 're-work' 
and 'rejection' is working well 
The suggestion scheme of the company is 
known to all the employees 
The suggestion scheme of the company is 
working well 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
196 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
41. 
Subordinates go to their superiors to discuss 
on improvement plans connected with their 
work and subordinates are never turned down 
from such discussions, by the superiors 
There is high concern on energy utiHsation 
among the employees 
There is high concern for safety among the 
employees 
The house keeping reward scheme is known 
to all the employees 
The house keeping reward scheme is working 
well 
The high attendence award is known to all the 
employees 
The high attendence award scheme is working 
well 
The social responsibilities of the company are 
known to the employees 
The employees are aware of their social 
responsibilities 
The employees are aware that by doing a 
good work in the company, they are fulfilling 
towards the social responsibilities of the 
company as well as their own 
Employees appreciate the need for the 
company to pay taxes and other dues to the 
Govt, as per law and by such action, the 
company is discharging its own social 
responsibility and that of the employees too 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
IV Respond to the below mentioned statements and mark your response closeness to 
the statement by.... Marking on a scale 1 2 3 4 5 where 
1. Quite false 2. False 
3. Somewhat True 4. True 
5. Very true 
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42. 
43. 
44. 
45. 
46. 
Employees can always look forward for 
career growth, in this company 
The mind set (Mental state) of the employees 
is the one that always look forward for 
changes / new things in the company and 
hence such change are always welcomed 
Bringing in external expertise for betterment 
of operational / process tasks (a major 
breakdown or a modification or a are 
installation is kept to a minimum) 
Employees contribute to the optimum of their 
potential in their jobs 
Employees work on their own conviction, on 
doing a good job and not because they are 
influence by their colleagues or pressurised 
by their superiors; which provides the 
employees more meaning to their work life 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
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APPENDIX -7 
Date: Data Collection : Response Sheets 
Executive DBA Thesis on carried out by : WORK CULTURE AND WORK PERFORMANCE 
P.S.V. Menon R. No. 139510053 (AIMA) 
UNITS m Ltd / TataFone Ltd, Palakkad 
To the Respondent: 
Please Give you view on the factors listed below. There is no right or wrong answer. 
Your frank answers are the best. Your response will be kept confidential and will not be 
made available to your superiors. If any of the factors is not seen applicable to you 
please write : N.A. (Not applicable) 
Fl. NATURE OF SUPERVISION (No. of factors listed 31) 
Respond on the degree of closeness of your response to the factors below, as far as 
your organisation / work area is concerned : 
[1. Never 2. Rarely 3. Sometimes 4. Frequently 5. Always 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
Subordinates are given opportunities to 
update their knowledge and skill with 
references to their job 
Subordinates are fully appraised on the scope 
of the job assigned to them 
Subordinates are told on the standards of 
qualities to be achieved 
Subordinates are told on the cost limitations 
of the job 
Subordinates are told on the delivery 
schedules of the job and the extend of 
penalties involved, for delayed deliveries 
Superiors spell out to the subordinates every 
minute details of the job to be processed, by 
the subordinates 
Superiors call for explanations from 
subordinates for any deviation, in the context 
of instructions given, in carrying out the job 
Whenever a new job/procedure/system is 
carried out, the superior is readily available to 
the subordinate, till the time, the subordinate 
is ready / willing to carry out the job 
independently 
2 
2 
2 
2 
3 
3 
3 
3 
4 
4 
4 
4 
5 
5 
5 
5 
199 
09. 
10. 
New hands are given on the job training by 
the senior / experienced old hand and not by 
superiors 
Superiors delegate responsibility to 
subordinates, taking the competence of 
subordinates into consideration 
Respond on the degree of closeness of your response to the factors below, as far as 
your organisation / work area is concerned : 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
Superiors have confidence in the available 
competence of subordinates 
Subordinates give at specified stages, 
feedback to the superiors, for monitoring by 
the superiors 
Superiors act promptly, whenever needed, on 
getting feedback on the job and where 
remedial measures are beyond the scope of 
the subordinates 
Superiors work as motivators / facilitators and 
not as fault finders 
Superiors do not sit on the shoulders of the 
subordinates to see the work is carried out as 
instructed by the chapter 
Superiors welcome suggestions from 
subordinates in the context of the better 
performance of the job 
Superiors do not sholder, overall 
accountability in case of a crisis, in respect of 
the job 
Superiors spent less than 50% of their time in 
giving instructions to subordinates and for on 
the spot supervision of work carried out 
More than 50% of their time supervisions 
spent for planning and development activities, 
with regard to the job to be carried out. 
Very rarely, subordinates remain absent from 
duties without informing the superiors 
1 
1 2 
2 
2 
3 
3 
4 
4 
5 
5 
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21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
Wherever possible subordinates make 
alternate arrangement with their colleagues to 
carry out any urgent work, in their absence, so 
that their absence do not lead to non-
achieving of targets 
Subordinates have the feeling of 'Self 
responsibility' for the quality and output, as 
they carry out the job, on their own. 
There is no interruptions in the norma] 
working in the case of occasional absence of 
the superior 
The cost rejection is not considered as the 
concern of the 'Boss' alone 
The wastage of raw material, consumables, 
tools, time, etc is not considered as the 
concern of the 'Boss' alone 
There is always one or two subordinates in 
down the line to take over the position of the 
superior in case the superior is prompted or 
separated, by way of transfer or resignation 
Whenever responsibilities are delegated to an 
employee appropriate authorities are also 
delegated 
There are conflicts between superiors and 
subordinates, concerning the work related 
activities 
Superiors are holding all authorities, which 
they are reluctant to delegate to subordinates, 
and this is affecting the smooth working in 
the department 
Superiors at certain level take decision in all 
matters in-espective of the importance of the 
matter involved, there by the competence of 
the subordinates are not fully taken advantage 
of 
Changes are desirable in the existing structure 
of authorities and responsibilities for effective 
working of the organisation / department 
2 
2 
3 
3 
4 
4 
5 
5 
4 5 
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